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ABSTRACT  
Overeducated and Over Here – the Experiences of Skilled EU Migrants on Self-
Initiated Foreign Work Experiences in Unskilled UK Jobs 
This study investigates the phenomenon of overeducation among 19 highly-skilled migrant 
workers from EU countries working in jobs in the UK which are not commensurate with their 
qualifications and experience. Building on recent qualitative studies of the lived experiences 
of both self-initiated expatriates and migrant workers, the thesis aims, through in-depth 
qualitative interviews, to interpret, evaluate and refine our understanding of the experiences 
of highly skilled migrants in the UK in jobs which do not make use of their qualifications and 
experience.  
The study sheds light on the experiences of a growing group of internationally mobile EU 
citizens, who, rather than undertake the “one-off” movements typically studied in the 
migration literature, are able, as a result of the freedom of movement which they enjoy as EU 
citizens, to undertake more fluid mobility between EU nation states. By so doing it addresses 
the need for a better understanding of contemporary career mobility within the EU which is 
vital if the community’s ideals of a more mobile, skilled and adaptable workforce, able to 
increase the community’s competitive ability in the face of growing globalisation, are to be 
realised.  
Incorporating insights from the literature of migration, expatriation, careers and 
underemployment, the study seeks to gain an understanding of the migrant workers’ reasons 
for coming; the barriers they face in their search for employment which is commensurate 
with their qualifications and experience; their adjustment to their new work, cultural and 
social environments; and the effect that their stay here has on their sense of identity. The 
study suggests that the migrants’ inability to find work commensurate with their skills and 
experience could have adverse effects on their mental health and may detract from their 
ability to integrate fully into wider UK society. 
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By restricting its focus to individuals in jobs which are not commensurate with their 
qualifications and experience, the study helps to add to the relatively small body of 
knowledge on individuals in skill- and status- underemployment undergoing voluntary (i.e. 
unforced) downward transitions. The reality of the interviewees’ situation was very often at 
odds with their preconceptions. The study has examined the way in which they faced up to 
the multiple demands of their new environment. It is hoped that it will encourage further 
research to address these issues and by so doing benefit future generations of EU migrant 
workers. 
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I’m forty years old,’ said Chanu. He spoke quietly like the doctor, with none of his assurance. 
‘I have been in this country for sixteen years. Nearly half my life. ‘He gave a dry-throated 
gargle. “When I came I was a young man. I had ambitions. Big dreams. When I got off the 
aeroplane I had my degree certificate in my suitcase and a few pounds in my pocket. I 
thought there would be a red carpet laid out for me. I was going to join the Civil Service and 
become Private Secretary to the Prime Minister.’ As he told his story, his voice grew. It filled 
the room. ‘That was my plan. And then I found things were a bit different. These people here 
didn’t know the difference between me, who stepped off an aeroplane with a degree 
certificate, and the peasants who jumped off the boat possessing only the lice on their heads. 
What can you do?’ He rolled a ball of rice and meat in his fingers and teased it around his 
plate. 
‘I did this and that. Whatever I could. So much hard work, so little reward. More or less it is 
true to say I have been chasing wild buffaloes and eating my own rice. You know that 
saying? All the begging letters from home I burned. And I made two promises to myself. I 
will be a success, come what may. That’s promise number one. Number two, I will go back 
home. When I am a success. And I will honour these promises.’ Chanu, who had grown taller 
and taller in his chair, sank back down. 
‘Very good, very good,’ said Dr Azad. He checked his watch. 
Monica Ali, (2003) Brick Lane, p.34 
 11 
1. INTRODUCTION 
On 1 May 2004, ten nations became new Member States of the European Union. Over 
seventy million citizens of eight former Soviet block countries - Czech Republic, Estonia, 
Hungary, Latvia, Lithuania, Poland, Slovakia and Slovenia (henceforth A8) - as well as over 
a million citizens of Malta and Cyprus - gained the right of freedom of movement throughout 
the community. This freedom of movement, however, did not automatically confer the right 
to work throughout the community.  Twelve of the fifteen existing Member States had 
imposed temporary restrictions on the right of A8 migrants to work.  The exceptions were 
Ireland, Sweden, and the UK.   
The UK’s offer of immediate free access to A8 workers resulted in a larger-than-expected 
influx of A8 migrants to the UK. This sparked off a number of debates on the political and 
economic advantages and disadvantages of large-scale immigration. It has also spawned a 
burgeoning body of literature examining the post-accession experiences of the migrant 
workers ( e.g. Bell, Jarman & Lefebvre, 2004; CRC, 2007; Currie, 2006; Datta et al, 2007; 
Drinkwater, Eade & Garapich, 2006; Evans et al., 2005; Green, Owen & Wilson, 2005; 
McKay & Winkelmann-Gleed, 2005; Pemberton, 2008; Schneider & Holman, 2005; Spencer  
et al., 2007; Trevena, 2006; Zaronaite & Tirzite, 2005).  
Migrant workers often find themselves in a situation of ‘brain waste’ (Sretenova, 2003; 
Garnier, 2001) in which they work in a different, often lower-status profession and job, 
unconnected with their work experience, skills and interests and unable to use their 
qualifications effectively (Spencer et al, 2007; Brandi, 2001; Lianos, 2007). Highly-skilled 
individuals find themselves doing jobs which are shunned by nationals in the labour market 
who regard the pay and working conditions as less than desirable. For the migrants, however, 
these unskilled jobs provide a source of greater income than that of their previous positions in 
their home country (Kiker, Santos, & de Oliveira, 1997; Kler, 2006; Lianos, 2007; Patrinos, 
1997).  
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Like Chanu in the extract from Monica Ali’s Brick Lane, above, their transition into a new 
environment obliges them to reassess things they had perhaps taken for granted. What value, 
if any, do their qualifications and previous work experience now have? What type of jobs can 
they realistically hope to obtain? What will constitute success for them? How long will they 
remain? Will they embrace change and so modify their sense of self or will they strive to 
retain their own identity and therefore choose not to relate to the new cultural, social and 
professional standards they encounter? 
It is the important, though often neglected, perspective of individuals who take on work 
below their level (Arnold & Cohen, 2008) which forms the focus of this qualitative study. It 
uses in-depth interviews to analyse the lived experiences of migrant workers in the UK who 
are working in jobs which are not commensurate with their qualifications and experience. It 
seeks to gain an insight into the migrant workers’ reasons for coming; the barriers they face 
in their search for employment which is commensurate with their qualifications and 
experience; and their adjustment to their new work, cultural and social environments. 
1.1. THE MOTIVATION BEHIND THIS STUDY 
A researcher’s choice of research topic is, as Denzin (1989: 4) points out, a “highly personal 
decision" and as such was influenced in no small part by my own experiences. As one who 
has spent approximately half his life away from his home country, it was perhaps not 
surprising that I should choose to examine the lives of others who made a similar decision. 
Since my own father had immigrated to the UK from Poland and my wife was born overseas, 
I had myself been subjected, albeit unconsciously, to many years of outsiders’ perspectives 
on the UK.  
Indeed, having myself spent almost a quarter of a century overseas, I have inevitably been in 
contact with others who also left their home country’s shores. Whether these were academics 
from London or labourers from Lahore, my conversations with them made me reflect on and 
question our life choices and experiences. Why had we decided to leave one country and 
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move to another? Was there something different about us compared to our peers who did not 
make such a move? How did we view the experiences that resulted as a consequence of that 
decision?  
Shortly before reaching the decision to repatriate to the UK in order to study for my PhD full 
time, I read Monica Ali’s Brick Lane and was particularly impressed by the extract I have 
included at the beginning of this chapter. Her words added an extra dimension to my prior 
interest in expatriation, such as my Masters dissertation on expatriate academics in Dubai, 
namely that of an inability to find work commensurate with one’s abilities and qualifications. 
Little in what I had previously read addressed this issue as the expatriation literature in which 
I had been submerged seemed to assume that any expatriation would be to a post at the same 
or a higher level than that previously held. I began to sense that the plight of those who 
settled for less in their pursuit of more would be too interesting to ignore. 
I believe that my own experiences have played a role in keeping me enthused for the research 
topic I have chosen and that these experiences have helped me to interact with the data of my 
study. As Weick (1995: 191) advises, I have been willing to use my  ‘‘… own life as data” 
and to “… search for those outcroppings and ideas that fascinate.” 
1.2. POSITIONING THE STUDY 
This study aims to analyse the complex interweaving factors affecting the work and nonwork 
lives of skilled migrant workers in the UK working in jobs which are not commensurate with 
their work experience, skills and interests. To this end, it is informed by four main subject 
areas which are discussed in detail in the Literature Review: the wider mobility literature; the 
literature on expatriation, especially self-initiated expatriation ; the careers literature, 
especially the literature on international careers and that dealing with career transitions and 
‘new careers’; and the literature on under-employment of highly-skilled workers. 
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It seeks to contribute to an emerging interest in new forms of international working 
(Mayrhofer, Sparrow, & Zimmermann, 2008) such as flexpatriation, frequent commuting, 
self-initiated moves abroad, and cross-border collaborations which have begun to replace 
more traditional expatriation.  The focus on the European context addresses the need for a 
better understanding of contemporary labour mobility within the EU (Khapova, Vinkenburg 
& Arnold, 2009; Mayrhofer & Schneidhofer , 2009). 
The present study helps to build on Richardson’s (2003) call for more research into 
alternative forms of the traditional expatriate assignment to address the ‘self-initiated foreign 
work experience’ (SFE) (Suutari & Brewster, 2000) of ‘self-initiated expatriates’ (SIEs) 
(Carr, Inkson, & Thorn, 2005; Lee, 2005; Richardson, 2003; Al Ariss, 2010; Felker, 2011) or 
individuals who expatriate without organisational support or involvement. It aims to help to 
redress the preponderance in the expatriation literature of the experiences of corporate 
expatriates  (Zikic et al., 2010; Carr, Inkson, & Thorn, 2005; Lee, 2005; Richardson, 2003; 
Thomas, Lazarova, & Inkson, 2005). It adds to the discussion about the distinction between 
migrants and SIEs (Al Ariss, 2010). 
By investigating the mismatch between migrants’ prior education and home country 
experience and the type of employment which they obtain in the UK, it contributes to the 
growing interest (McKay & Winkelmann-Gleed, 2005; Anderson et al, 2006; Currie, 2007; 
Drinkwater, Eade, & Garapich, 2006; Trevena, 2006; Felker, 2011) in the experiences of the 
migrant workforce in the UK - a group which has been heavily under-researched within the 
field of careers research (Anderson et al, 2006; Sullivan & Baruch, 2009). Specifically, 
although several studies have been conducted of voluntary upward and lateral transitions (e.g. 
Nicholson & West, 1989; Black, Mendenhall & Oddou, 1991) and although studies of forced 
migration (e.g. Anderson & Rogaly, 2005; Castles, 2003) help to shed light on involuntary 
downward transitions, far less attention has been paid to individuals voluntarily making 
downward transitions. (Slay, 2006; Newman, 1999; Rooth & Ekberg, 2006; Remennick, 
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1999; Miller, Haskell, & Thatcher, 2002). This study contributes to this relatively under-
researched area. 
1.3. RESEARCH QUESTIONS 
This study focuses on the transitional experiences of migrant workers who have come of their 
own volition to the United Kingdom either to take up a post or to seek work. The work they 
take on is not commensurate with their educational qualifications and experience, so that they 
are in a situation of overeducation, or skill- and status- underemployment (see Section  2.6). 
The study seeks to answer four research questions.  
The first of these draws on research in the field of geographical mobility and aims to arrive at 
an understanding of the factors that have led to their decision to come to the United Kingdom 
in search of work and asks: 
RESEARCH QUESTION 1:  What are the factors that influence the migrant 
workers’ decision to come to the UK to take up or 
seek work?  
The second, third and fourth research questions draw on the career transition, expatriate 
adjustment and overeducation and underemployment literature to ask: 
 
RESEARCH QUESTION 2: What barriers do they face in finding work 
commensurate with their qualifications and 
experience? 
RESEARCH QUESTION 3: How do they cope with the skill- and status- 
underemployment in the jobs they take on? 
RESEARCH QUESTION 4: How do nonwork and family factors affect their 
adjustment to living and working in the UK? 
The answers to these four research questions and the insights they bring should provide us 
with a deeper understanding of the career transition experiences of migrant workers and 
thereby establish a contribution to knowledge  
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1.4. SUMMARY AND OUTLINE STRUCTURE 
Chapter One introduces the topic and the author’s motivation in researching it. It gives a brief 
overview of the background, introduces the research objectives and provides an overview of 
the thesis. 
Chapter Two examines the literature of new forms of international working which have 
begun to replace more traditional expatriation, contrasting the related but distinct concepts of 
self-initiated expatriates and migrant workers. The key challenges such individuals face in 
adjusting to their new environment are discussed as are the forces for and against their 
decision to work internationally, particularly within the European Union. Attention then turns 
to  the mismatch between their educational and vocational backgrounds and the nature of the 
employment which they take up in the UK. Finally, the literature on career and work role 
transitions is reviewed, and the lack of studies of downward transitions is noted. 
Following these overviews of the relevant literature, Chapter Three presents an overview of 
the methodological approach employed in the study. This chapter states the research 
objectives and then goes on to set out the fundamental paradigmatic suppositions behind the 
study and to justify a constructivist stance. In keeping with this, the study adopts a qualitative 
methodology, and the chapter summarises the main features of such a methodological 
approach and possible criticisms which could be levelled at it. The chapter then turns to an 
analysis of the sampling strategy adopted , justifies the choice of the interview as the data 
collection technique and looks at  ethical concerns raised during the interview process and 
how these were addressed. Next, the challenges posed and questions raised by the fact of 
interviewing across linguistic boundaries are highlighted and the decision to ask interviewees 
to be interviewed in a language which is not their mother tongue is examined, and 
implications drawn for future research of this nature. The chapter then describes the 
transcription process and the use of a CAQDAS software package – HyperResearch -  to 
analyse the data. The advantages and disadvantages of both CAQDAS packages in general 
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and HyperResearch in particular are discussed before examining and justifying the final 
analysis stage, which took the form of  a visual representation of the data in the form of 
mindmaps. The chapter concludes by presenting an overview of the interviewees’ 
background data in order to provide the reader with a detailed picture of their demographics 
and the mismatch between their previous jobs and those they held at the time of the 
interview. 
Chapter Four presents an overview of the findings. In order to address the research questions, 
the interviewees’ motivations for coming are examined before discussing the barriers they 
faced in obtaining jobs more in keeping with their skills and experience. Details are provided 
of how they came to terms with the nature of the menial jobs in which they were employed as 
well as how nonwork and family matters impacted on their adjustment to life in the UK. 
References are made to the mindmaps presented in Chapter Three, illustrated by extracts 
from the interviews. The reader is referred to appendices containing more detailed  
biographical sketches of the interviewees and copies of the mindmaps. 
Chapter Five critically reviews the findings with reference to the literature. It highlights the 
complexity of the factors influencing the interviewees’ decision to come to the UK, critiquing 
attempts in the literature to categorise migrants based on their initial intentions. It identifies 
key barriers which prevented them from obtaining jobs more in keeping with their 
qualifications and experience, pointing out techniques they adopted in order to come to terms 
with the skill- and status- underemployment they encountered. Finally, it examines the 
nonwork adjustment issues which they faced.  
Chapter Six concludes the thesis. It outlines the contribution of the study, discusses the 
limitations of the study and makes recommendations for future research in the area of 
migrant worker career transitions. 
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2.  LITERATURE REVIEW 
2.1. INTRODUCTION 
This chapter begins with a review of new forms of international working which have begun 
to replace more traditional expatriation. Recent work on self-initiated expatriates and on 
migrant workers is then reviewed in order to shed light on the similarities and differences 
between these two groups and so broaden the concept of self-initiated expatriates as an area 
for research. After reviewing the expatriate adjustment literature to identify the key 
challenges facing expatriates, attention turns to the forces mitigating for and against the 
decision to work internationally, particularly within the context of the European Union.  The 
next section examines the mismatch between migrants’  educational and vocational 
backgrounds and the nature of the employment which they take up in the UK by reviewing 
the literature on overeducation and underemployment. Finally, the concepts of career, career 
transitions, and occupational mobility are addressed. After examining the nature of the 
concept of ‘career’, highlighting the ambiguity inherent in the concept and the problems in 
defining it, attention turns to a review of the literature on career and work role transitions, 
addressing the relevance for careers spanning international boundaries. Finally, the focus 
turns to the need to address the under-researched area of downward career mobility.  
2.2. SELF-INITIATED EXPATRIATES & MIGRANTS 
This section reviews the use of the terms “self-initiated expatriate” (SIE) and “migrant / 
migrant worker” within the literature on international careers and the wider mobility 
literature respectively. It begins by tracing the origins of the recent concept of SIE as used in 
the literature on international careers , then defines the term “migrant/migrant worker” as 
used in the wider mobility literature, and examines attempts to classify migrants into 
typologies. Next, the similarities and differences between the two terms are discussed. 
Finally, the section ends by clarifying the nature of the individuals under study. 
 19 
In a ground-breaking study of young people in New Zealand, Inkson et. al (1997), 
distinguished between two contrasting models of how international career experience is 
gained - ‘Expatriate Assignment’ (EA) or the ‘traditional’ expatriate model of international 
assignments within a multinational company; and ‘Overseas Experience’ (OE), which applies 
to individuals who independently travel overseas and find employment.  Whereas the EA 
expatriate commonly works on a specific company project before returning to the home 
country to take up another position in the same company, the OE expatriate takes up a wide 
variety of employment, often of a temporary and unskilled nature, and has no security of 
employment on returning home.  Inkson’s et. al (1997:353) claim that OE  “…may become a 
more prominent option worldwide” was echoed by Suutari and Brewster (2000) who 
identified the need for more research into the increasing number of individuals who were 
travelling abroad to find their own work on self-initiated foreign work experience (SFE).  
Indeed, despite the overriding focus in the expatriation literature being placed predominantly 
on company managers being sent overseas, largely to a subsidiary, for set periods of time, 
individuals on SFE form a much larger proportion of those working abroad than those who 
are sent abroad by their Multinational Corporation employers (Bonache, Brewster, & Suutari, 
2001; Carr, Inkson, & Thorn, 2005; Inkson et al, 1997; Lee, 2005). This focus in the 
literature on expatriate assignees leaves a gap in our understanding of those who 
independently go abroad on SFE (Bonache Brewster & Suutari, 2001; Richardson, 2003; 
Scott, 2006). 
As Suutari and Brewster (2000) explain, the variety of individuals independently expatriating 
is far greater than the initial OE grouping of Inkson et al (1997), which applied 
predominantly to young people in Australia and New Zealand spending some time in Europe. 
Building on Inkson et al’s (1997) study, they administered a questionnaire to 448 Finnish 
graduate engineers working outside of Finland. They found that a sizeable proportion of the 
respondents (147 or 33%) were on self-initiated work assignments. They identified several 
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key characteristics - demographic factors such as more females, more working couples and 
more singles ; the lack of planning for repatriation, and a variety of salary levels which were 
generally lower than those of traditional expatriates.  Their categorisation of SIEs into six 
groups - young opportunists, localised professionals, job seekers, international professionals, 
officials and dual-career couples - helped to expand the category of SIEs to include not just 
young people at an early stage in their careers but more experienced individuals.  
Bonache, Brewster & Suutari (2001) also stress the diversity of the backgrounds of SIEs, 
citing self-initiated foreign assignments and overseas postings in non-commercial 
international aid organisations and charities as two areas in which individuals independently 
decide to take up foreign postings outside of an organisational setting. 
Richardson (2003) expanded the scope of SIEs even further by focussing on the experiences 
of 30 British expatriate academics in New Zealand, Singapore, Turkey and the United Arab 
Emirates, who had expatriated independently. In so doing, she established expatriate 
academics as a subset of SIEs. Froese (2011)  further developed Richardson’s (2003) work by 
examining a more diverse sample of self-initiated expatriate academics living and working in 
Korea. 
Of special relevance to the current study, Inkson and Myers (2003) found that SIEs may take 
up jobs that were not commensurate with their qualifications if unable to obtain necessary 
visas and work permits. Lee (2005)  further examined the issue of perceived 
underemployment of SIEs by examining the feelings of 302 SIEs in Singapore towards the 
appropriateness of their job assignments and investigating to what extent they were able to 
make use of their training, skills, and experience. 
Despite some contrastive studies into the differences between SIEs and corporate expatriate 
assignees with regard to cross cultural adjustment (Peltokorpi & Froese, 2009),  development 
of career capital (Jokinen, Brewster & Suutari, 2008), and career aspirations and management 
(Biermann & Andresen, 2010), there is widespread agreement that research into SIEs is really 
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only just beginning (Felker 2011; Froese 2011; Jokinen, Brewster & Suutari, 2008; 
Richardson, 2006). 
Felker (2011) identifies a further group as SIEs, namely young, well-educated Eastern 
Europeans seeking career development in Western Europe. In so doing, she blurs the 
boundaries between two groups – SIEs and migrants (or migrant workers) which are 
conceptually very similar and yet are typically researched in different literatures. In this she is 
not alone. For example, Carr, Inkson & Thorn (2005:387 emphasis added) refer to “migrants 
who expatriate themselves voluntarily to new countries independently of any employer”, 
which is very similar to Lee’s (2005:173) definition of an SIE as “any individual who is hired 
as an individual on contractual basis and not transferred overseas by parent organizations”. 
In order to avoid any lack of clarity in terminology, it is important for us to compare the way 
the term “migrant” and “migrant worker” and the more recent term “self-initiated expatriate“ 
are used within both the literature on international careers and the wider mobility literature.  
Green, Owen & Wilson, (2005) bemoan the lack of clarity of the terms ‘migrant’ and 
‘migrant worker’. Indeed, Bell, Jarman & Lefebvre (2004:11) argue that  “A precise or 
universally agreed definition of the term ‘migrant worker’ does not exist” and highlight 
disparities in various definitions from the United Nations, the International Labour 
Organisation, the Labour Force Survey and the International Passenger Survey (IPS).  
One very broad definition is “someone who has entered the UK with the intention to work” 
(Schneider and Holman, 2005:7) which is closely matched by “individuals who arrive in the 
host country with the intention of finding a job” (Zaronaite and Tirzite, 2005:7) . The core 
concept of arriving in a host country to find a job is gradually refined in other definitions with 
the Commission for Rural Communities (2007) distinguishing between the intention to work 
and the existence of a job agreed to before departure: “an individual who arrives in the host 
country either with a job to go to or with the intention of finding one” (CRC, 2007: 4). 
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A further refinement is provided by the International Passenger Survey (IPS),  - often cited in 
official reports as the source of immigration data - which stipulates the length of time the 
migrant worker intends to spend in the UK by defining a migrant worker as ‘a person who 
has resided abroad for a year or more, and who states on arrival the intention to stay in the 
UK for a year or more’. This definition would seem to exclude seasonal workers (McKay & 
Winkelmann-Gleed, 2005) and others on short term contracts.  
Whereas a point is made for including irregular migrants, whose stay remains undocumented 
when defining migrant workers (McKay & Winkelmann-Gleed, 2005)  others implicitly rule 
out the latter group by requiring proof of the right to work, such as a National Insurance 
number (De Lima, Jentsch, & Whelton, 2005). However, the stipulation that an NI number 
has been issued would appear to exclude those migrants who have arrived in search of work 
until such time as they take it up, which does not seem very productive. 
Several researchers have developed typologies based on the strategies adopted by migrants. A 
typology created by Drinkwater, Eade & Garapich (2006), differentiates between groups of 
Polish migrants based on their migration strategy, settlement plans and the extent of their 
engagement in transnational activities. It distinguishes between Storks (seasonal migrants), 
Hamsters (one-off migrants seeking to build up investment capital), Searchers (uncommitted 
and ambitious migrants with a transnational outlook) and Stayers (long-term migrants with 
little, if any, intention of leaving). 
Similarly, Duvell and Vogel (2006) categorise migrants based on their intentions.  Within the 
broad category of return-oriented migrants, are those who arrive to learn, to travel or to 
acquire capital before heading home. In contrast, emigrants/immigrants decide to settle, 
through lifestyle choice or marriage, whilst transnational migrants carry out a dual existence 
between their homeland and the country of destination. Global nomads, on the other hand, 
like Drinkwater, Eade, & Garapich’s (2006) Searchers, do not restrict themselves to one 
destination country, but constantly seek out new opportunities wherever these might present 
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themselves. 
Trevena (2006) also presents a typology of migrants based on their plans for professional 
mobility and differentiates between rational career planners, who are determined to work 
hard in order to achieve success; escapists, who are more interested in nonwork activities in 
the UK than in their work; and temporary workers, who plan to return to Poland where they 
will put the capital they gain during their stay in the UK to use.  
The utility of such typologies is, however, questioned by Duvell and Vogel (2006) who claim 
that such groupings simply set up ideal categories into which actual migrants may not 
necessarily fit.  
As part of a study examining the experiences of Lebanese migrants in France, Al Ariss 
(2010) compares the use of the terms ‘migrant’ and ‘SIE’ within the international career 
literature, noting that the latter term is of more recent origin than the former. He differentiates 
them based on four criteria: 
1. the geographical origin and destination of the move 
2. the degree of voluntariness of the move 
3. the length of stay in the destination country 
4. the status conferred on the groups in the destination country 
Al Ariss’ (2010) classification of the two groups is summarised in Table 1: 
Table 1 Migrants vs. SIEs (based on Al Ariss, 2010) 
 Migrants SIEs 
Origin Developing countries Developed countries 
Voluntariness Need to move Choose to move 
Length of Stay Permanent Temporary 
Status Looked on unfavourably Seen in a positive light 
 
Despite these distinctions, Al Ariss (2010) acknowledges that, in practice, use of the two 
terms is inconsistent, pointing out several instances which contradict each of the above 
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categories. Extending his analysis of the use of the two terms in the literature on international 
careers to the wider mobility literature sheds some light on the distinctions he makes. 
Firstly, as Al Ariss concedes, many studies in the literature on international careers do not 
differentiate between migrants and SIEs based on their country of origin. Within the wider 
mobility literature however, a distinction emerges between migrants from within and without 
the EU. Dench et al (2006) point out the differences in the freedom of movement and 
eligibility to work of migrant workers in the UK  from a) the 14 older European Union states, 
b) the eight new Accession states; and c) non-EU countries. The EU nation states have 
generally encouraged EU citizens to move between EU countries and discouraged non-EU 
citizens from entering the EU (Penninx, Spencer & Hear, 2008). In the UK, not only the 
present Coalition Government but also its Labour predecessor have implemented steps to 
reduce both unskilled and skilled immigration from outside of the EU. Members of other EU 
states – who accounted for almost half of the 2008 influx into the UK (The Economist, 18th 
November, 2010) continue, however, to have free access into the country. This produces a 
situation in which a highly skilled non-EU citizen may be unable to enter the country or have 
his or her employment tightly regulated, whilst his or her EU counterpart can enter without 
let or hindrance, even without a job offer in the pipeline. The question of freedom of 
movement enjoyed by EU citizens, absent from the literature on SIEs, is important for the 
purpose of this research, since it plays an important role in the theoretical background. 
Secondly, a distinction on the basis of voluntariness is not entirely clear cut, since the ability 
to choose to do or to refuse to do something is often constrained by circumstances (Ashforth, 
2001). Thus a migrant may move to the UK because he or she would otherwise be unable to 
buy food or rent shelter. Similarly, an SIE may choose to visit the UK to try and find work 
after being made redundant at home. To what extent these can then be said to be voluntary 
acts is open to question.  
However, the contrast between voluntariness and involuntariness lies in the extent of the 
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individual’s sense of control. If we adopt the description of involuntary transitions as those 
brought about by “influential others or uncontrollable forces” (Ashforth, 2001:111), a clear 
distinction emerges between individuals leaving their home country as a result of war and 
political instability, such as the Lebanese in Al Ariss’ (2010) study, and European “free 
movers” (Favell, 2008) choosing to exercise their freedom of movement throughout the EU 
to seek work in another member state.  
Thirdly, although individuals who have fled their home countries as the result of forced 
migration may not contemplate return,  Al Ariss (2010) concedes that several studies identify 
an open-endedness in the international movements of SIEs. Furthermore, this lack of 
planning can lead to SIEs staying on indefinitely and thus becoming indistinguishable from 
migrants in this respect. For  EU nationals, the absence of any visa requirements may 
persuade them to stay on for longer than originally planned (McKay & Winkelmann-Gleed, 
2005). Conversely, as a direct result of the freedom of movement they enjoy, those initially 
expressing the intention to stay for a longer term may in fact decide to leave early, or may 
leave with the intention of remaining in their home country but then return to the UK after a 
short period of time. Indeed, within Europe “… most migration is not permanent, but part of 
a process of mobility in which both return and serial migration are natural economic 
responses to a dynamic economy” (Piracha & Vickerman, 2002:1). Thus, the criterion of 
permanency of stay is difficult to apply to the individuals in this study. 
Fourthly, as Al Ariss highlights, the term “migrant” carries some negative connotations 
which are absent in the literature on SIEs. They are “… poor, uprooted, marginal and 
desperate” (King, 2002:89), hybrids and bad social products who “blur the borders of the 
national order” (Sayad, 2004:291), and “welfare-scroungers, job-snatchers and threats to 
stability" (The Economist, 4th May, 2000). These are clearly not terms by which free-moving 
EU citizens, whom Favell (2008) refers to as ‘eurostars’, would wish to be described. 
Participants in Al Ariss’ (2010) study complained of discrimination on the basis of “traits 
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such as language, religion, and manners of dress” (p. 348). Such racist undercurrents are 
absent from the few studies of SIEs to date, yet quite frequent in discussions in the wider 
mobility literature of migrant workers in the UK.  For example, Bell, Jarman & Lefebvre 
(2004) found that migrant workers in Northern Ireland, despite being white, still displayed 
enough visible differences (e.g. language) to be shunned by the local populace as “other”. 
Eade, Drinkwater & Garapich (2006:17-18) found that Polish migrant workers in the UK 
emphasised their race over their nationality since being “white, European and Christian” 
helped them to disassociate themselves from “the wrong social class” and identify themselves 
with “the dominant white English group”.  
Since the SIE literature is still in its infancy (Felker, 2011), discussion of negative 
perceptions of SIEs by the local populace is still absent from the literature on international 
careers. However, to distinguish between migrants and SIEs on the basis of how they are 
perceived by the indigenous population may not accurately distinguish between the two 
groups but rather simply reflect the fact that those individuals referred to as migrant workers 
in the wider mobility literature possess more visibly distinguishing features than those 
referred to as SIE in the literature on international careers.  
One essential characteristic for the individuals in this study, which is implicitly but not 
explicitly addressed in the discussions of SIEs and migrants referred to above, is the notion of 
being skilled. Scott (2006) acknowledges the importance of this dimension when critiquing 
the organisational  perspective within accounts of skilled migration, identifying the failure of 
the professional expatriate model alone to explain the phenomenon of skilled migration. 
Since the term ‘skilled’ is widely used in migration research, it seemed appropriate to refer to 
‘skilled migrants’ in the current study.  However, the meaning of the term ‘skill’ is 
problematical. Noon and Blyton (1997: 78) observe that “skill is a definitional minefield”. 
Korczynski (2005:4) claims that it has been misused so much “that it risks coming to mean 
everything yet nothing.” Several alternatives have been put forward including ‘professional 
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transients’ (Appleyard, 1989) and  ‘the migration of expertise’ (Salt & Singleton, 1995).  
The holding of a degree or extensive specialised work experience has frequently been 
employed as a common yardstick in studies of skilled migrants (Dumont & Lemaitre, 2005; 
Iredale, 2001; Salt, 1997; Vertovec, 2002).  However, this appears an arbitrary and vague 
measure (Koser & Salt, 1997). Surely the skill possessed by highly trained craftsmen such as 
builders, plumbers or carpenters is more, not less, valuable to an employer than the skills of 
the holder of an Arts degree (Mahroum, 2000; Skeldon, 2005) ? After all, the popular press in 
the UK placed more emphasis on the challenges to UK workers posed by Polish plumbers 
than those posed by Polish History graduates. Perhaps, then, as the Global Commission on 
International Migration (GCIM, 2005) suggest in a  2005 report, the emphasis on educational 
levels is misplaced  since non-academically skilled workers such as carers are as essential as 
those with tertiary qualifications. 
The nature of the skills of the migrant workers in this study varies in several respects. Not all 
of them have tertiary qualifications. Some hold specialised technical and vocational 
diplomas. Their skills are not exclusively of an academic nature. Nor do they need to be. All 
of the migrants in this study possess a skill, or a set of skills, distinguishing them from 
unskilled workers. Yet they were working in unskilled jobs at the time that the study was 
conducted.  
Glanz, Williams & Hoeksema (2001) suggest that in order to reflect the role individuals play 
in actively pursuing their career interests, current definitions of expatriates as employees who 
are assigned temporarily overseas should be replaced with a definition such as ‘people and 
families who move internationally in pursuit of their occupation’ (Glanz, Williams & 
Hoeksema, 2001:102). This distinction is an important one, as individual issues must be 
understood in order to reflect the changing reality of expatriates and expatriation.  
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2.3. INTERCULTURAL ADJUSTMENT 
As individuals and their families move across national boundaries, they encounter cultural 
differences to those prevalent in the societies in which they grew up, differences for which 
they are often unprepared. (Hofstede, 2001). An inability to adjust to such differences can 
lead to such problems as substance abuse, workaholism, psychological terror, mental health 
problems, confusion over one’s identity, and dissatisfaction (Webb and Wright, 1996; 
Grinstein & Wathieu, 2008). An appreciation, then, of how cultures differ and how 
individuals overcome the challenge of adaptation to a new culture is of relevance to an 
understanding of the experiences of the migrants in this study. 
The growth in the number of international assignments over the last few decades has 
increased awareness of international adjustment (Andreason, 2008; Aycan, 1997, Bhaskar-
Shrinivas et al., 2005; Grinstein & Wathieu, 2008; Shay & Baack; Van Vianen et al., 2004) 
or degree of fit and psychological comfort and familiarity that individuals feel towards 
different aspects of a foreign culture and the concomitant reduction of conflict (Berry, 1992).   
Berry (1997) proposed a framework in which immigrants’ attitudes towards acculturation are 
identified in terms of their choices to two basic options: 
1 to maintain their cultural identity and characteristics 
OR 
2 to reject their cultural identity and characteristics 
AND 
3 to maintain relationships with the dominant society 
OR 
4 to reject relationships with the dominant society 
 
These two choices result in an acculturation strategy of: 
 
1 + 3 = integration 
2 + 3 = assimilation 
1 + 4 = separation: segregation 
2 + 4 = marginalisation 
Studies (Schmitz, 1995; Berry, 1997; van Oudenhoven and Eisses,1998) have identified 
integration and assimilation as the preferred strategies of the majority of immigrants, whereas 
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Berry et al (1987) and Ward and Kennedy (1994) identified a link between the choice of 
strategy and the level of acculturation stress. Zimmermann, Holman & Sparrow (2003) 
review several other attempts to investigate these modes of adjustment to intercultural 
interactions, including that of Janssens (1995). Other similar acculturation models have been 
proposed (Phinney, 1990; Bourhis et al., 1997).  
Such bi-dimensional acculturation models appear to be based on the assumption that 
immigrants can freely choose an acculturation strategy (Kosic, 2002). However, as Berry 
(1997) explains, the choice of a strategy may be affected by the broader national context. 
Migrants are not free to choose a strategy if the dominant society’s attitude to cultural 
diversity is neither open nor inclusive.  To this end, national policies and programmes may 
also need to be analysed in terms of the four strategies (Berry, 1992). 
Many A8 migrants appear to be rejecting relationships with British people. Spencer et al 
(2007:58) found that even after two years in the UK, “.. one in four [migrants] still say that 
they spent no leisure time at all with British people”. This they ascribed to the aloofness of 
the British as well as to lack of language ability. Inability to communicate  effectively in 
English was not only a cause, but in many cases a result, of this lack of contact. In addition to 
these factors, Trevena (2009) points out the cultural and educational differences between 
migrants and their British co-workers and argues that “apart from sharing similar job 
responsibilities and/or living in the same area, the better-educated Poles generally have little 
in common with their British co-workers and neighbours” (Trevena, 2009:21). 
Trevena’s study, like many others (e.g. Currie, 2006;2007; Drinkwater, Eade & Garapich, 
2006) was restricted to Poles in the UK. As the largest group by far among new European 
arrivals (Robinson, 2002; Audit Commission, 2007). Polish migrants dominate the job 
market. Cook, Dwyer & Waite (2011) report on the animosity felt towards Polish migrants by  
Slovak and Roma migrants who resented the existence of specialist Polish recruitment 
agencies and the support network of established Polish communities dating from the post-
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WWII wave of Polish migrants. This sectarianism suggests that A8 migrants might not just 
lack contact with British people but also with migrants from different countries. Thus a 
picture emerges of highly-educated migrants lacking contact with educated locals, lacking 
empathy with uneducated locals, and resenting, or being resented by, other educated migrants 
from neighbouring countries. 
A8 migrants with qualifications and skills in excess of that required by their jobs often 
compete for jobs, not with UK or EU nationals, but with members of ethnic minorities. For 
many of them, this is both a surprise and a source of friction and they express “… strongly 
negative views towards Asian people in particular” (Spencer et al., 2007:71).  
The growth in short term and circular migration in recent years (Peltonen , 2001) , has made 
it easier for migrant workers to avoid an integration or assimilation strategy and to lessen the 
acculturation stress associated with the other two strategies. Maintaining one’s cultural 
identity is easier when new communication opportunities such as the Internet, mobile phones 
and e-mail have brought ‘home’ closer and allowed migrants to “… carry their imagined 
communities with them to an even greater degree than before and actively use these in 
constructing and maintaining their identities despite spatial dispersion.” (Madsen and van 
Naerssen, 2003:68)  Migrants may also make frequent trips home – Eade, Drinkwater & 
Garapich (2007) report that 4 in 5 of their interviewees made trips home to Poland several 
times a year. 
The international aspect of transitions brings with it an added layer of complexity insofar as 
the need to come to terms with new work-related changes is supplemented by the need to 
adjust to general differences outside of work. Takeuchi (2010) highlights the effect that 
adjustment has on family members and other stakeholders such as host country and parent 
country nationals. 
In “... the most influential and often-cited theoretical treatment of expatriate experiences” 
(Bhaskar-Shrinivas et al., 2005:257), Black, Mendenhall and Oddou (1991) highlight the 
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importance of non-work factors in the expatriate adjustment process, stressing that moving: 
  “ … to a foreign country often involves changes in the job the 
individual performs and the corporate culture in which 
responsibilities are executed; it can also involve dealing with 
unfamiliar norms related to the general culture, business practices, 
living conditions, weather, food, health care, daily customs, and 
political systems - plus facing a foreign language on a daily basis.” 
(Black, Mendenhall and Oddou, 1991:292)  
Black, Mendenhall and Oddou (1991) identified three related but conceptually distinct 
aspects of intercultural adjustment: 
• work adjustment, involving the adaptation to new job tasks, work roles, and the 
new work environment; 
• interaction adjustment, or the comfort achieved in interacting with Host Country 
Nationals in both work and non-work situations; 
• general adjustment to non-work activities which comprises factors affecting 
daily life in the new setting such as living and housing conditions, food, health 
care, and cost of living.  
This typology has been adopted by several researchers (Selmer, 1998, Van Vianen et al., 
2004, Palthe, 2004). The dimensions are also similar to those of psychological adjustment, 
socio-cultural adjustment and work adjustment used by Aycan (1997) in her study of 
acculturation among expatriate managers. 
A great deal of emphasis has been placed on adjustment within a work context, often 
focusing on the demands placed on expatriates when communicating and interacting with 
local employees (Black, 1988; Van Vianen et al., 2004; Peltokorpi, 2007). Whilst such 
adjustment is necessary for all those transitioning to a new context in a foreign setting, it is 
reasonable to expect that individuals transferring to an overseas branch of their own company 
will face fewer demands in terms of work adaptation than individuals on self-initiated 
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assignments joining a foreign-run company, who in turn will face fewer adjustment demands 
than those travelling abroad independently to take up work in an entirely different field or 
profession. It is this latter group which is of interest in the present study. 
Despite this attention to work adjustment in the expatriation literature, far less attention has 
been given to nonwork or general lifestyle adjustment practices in the host country (Grinstein 
& Wathieu, 2008; Andreason, 2008). Aycan (1997) highlights the importance to successful 
expatriate adjustment of expatriates’ being willing to communicate with host nationals. She 
further points out the danger of restricting one’s interactions to the ‘expatriate ghetto’ and so 
failing to gain familiarity with and understanding of nationals of the country to which one has 
relocated. 
Takeuchi, Yun and Russell (2002) stress the importance of language proficiency in successful 
interaction adjustment, pointing out the importance of a good command of the host country 
language in order not only to exchange information, establish relationships and feel 
comfortable when interacting with nationals but also to gain an understanding of cultural 
idiosyncrasies which might be impossible to comprehend without such a command of the 
language. Green, Owen and Jones (2008) stress the importance of the need for migrants to 
overcome the barrier of poor English skills both inside and outside of the workplace.  
A8 migrants arriving in the UK are faced with a new linguistic setting. Some may have 
arrived with little or no English. Others will have studied the language at school or even 
university but may well find that the English they hear spoken on the streets of London, in 
the strawberry fields in Lincolnshire, or by their Indian co-workers, is not the same as the 
English they studied. Especially for those with a lower level of English on arrival, the 
possibility of improving their command of the language without taking classes is low.  
However, they may encounter obstacles to being able to attend English language classes. 
Migrants may face difficulties in enrolling on classes or keeping up a regular attendance 
because of the shift patterns that they work, frequent trips to their home country, or an 
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inability to find free or affordable courses (Wales Rural Observatory, 2006; CRC, 2007). 
Spencer et al (2007) point out that those migrants who were able to overcome these barriers 
were not those whose need for such classes was the greatest.  
As mentioned earlier, failure to adjust to one’s new surroundings can lead to confusion over 
one’s identity. Trevena (2010) studied a group of highly educated Poles in menial jobs in 
London. Using Breakwell’s Socio-Psychological Identity Model (Breakwell, 1983) and 
Bourdieu’s triad (Bourdieu & Wacquant, 1992), she examined participants’ motives for 
migrating, the influence of their migration experience on identity and values, and the impact 
on their aspirations and future plans. 
The jobs that people do can impact the perception of their identity to an equal or greater 
extent than their personal lives or factors such as race, gender, age, ethnicity, or nationality 
(Tracy & Trethewey 2005; Hochschild, 1997; Hogg & Terry, 2000).  Hall (2002) claims that 
career identities play a significant part in self-perception insofar as asking “What do you do?” 
equates to asking  “Who are you?” (Hall, 2002:170). It would follow then, that as a result of 
migrants leaving one career path behind and entering into menial jobs they may notice a 
substantial change not only in the way that  others see them but also in the way that they 
begin to se themselves. 
Some of an individual’s  identities will be more prominent than others (McCall & Simmons, 
1978). The prominence of a particular identity is dependent on factors such as support, 
commitment and reward (Stets & Burke, 2003). The centrality of a particular identity evolves 
with time in accordance with the different circumstances in which individuals find 
themselves (Denzin, 1992). Owens (2003) points out that individuals relate to these various 
role identities differently, with more prominent identities evoking a positive or “me-too” 
reaction, and less prominent ones evoking a negative or “not-me” reaction. McCall (2003) 
highlighted the need to research such “not-me” reactions, or self-disidentifications rather than 
restrict one’s focus to self-identifications.  This would suggest a need to concentrate on the 
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‘I’m not a menial worker’ reaction rather than the ‘I’m a skilled and experienced IT 
specialist’.  
It is in the interaction between roles that meaning is created. Others respond to an individual 
as a result of their interactions with that individual in a specific role identity. The individual 
then reflexively constructs a sense of self-meaning and self-definition from these responses 
(Hogg & Terry, 2000). A gap between that self-concept and the ideal self will lead to a 
decrease in self esteem, which is exacerbated by real or imagined perceptions of our looking 
glass selves (Cooley, 1902) and by the effect of a low social status within society (Stets & 
Burke, 2003).  
2.4. MOTIVATIONS 
This section attempts to examine the reasons why people seek work overseas and the factors 
which sustain this international mobility over time. Although new forms of international 
working differ from ‘conventional migration’, they arise as a result of similar types of 
motivation and intentionality (King, 2002). However, an understanding of why some people 
choose not to migrate is of use in understanding why others do (Arango, 2000), and to this 
end, the question of forces hindering migration is addressed. Finally, the impact which the 
freedom of movement granted to EU citizens has had on the propensity of individuals to 
leave one member state to seek work in another member state is discussed.  
2.4.1. DRIVERS OF MIGRATION 
The concepts of push and pull factors are widely used in studies of motivation to migrate. 
Pull factors are those aspects of the target country which exert an attraction for potential 
migrants. In contrast, push factors are those aspects of the home country which drive people 
away.  
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1. Table 2 Push and Pull Factors 
Pull Factors Push Factors 
“Why do people move? What makes 
them uproot and leave everything 
they’ve known for a great unknown 
beyond the horizon?  Why climb this 
Mount Everest of formalities that 
makes you feel like a beggar? Why 
enter this jungle of foreignness where 
everything is new, strange, and 
difficult?  
The answer is the same the world over: 
people move in the hope of a better 
life.” 
 
(Yann Martel, (2003) Life of Pi:77) 
“People move because of the wear and 
tear of anxiety.  Because of the gnawing 
feeling that no matter how hard they 
work their efforts will yield nothing, 
that what they build up in one year will 
be torn down in one day by others.  
Because of the impression that the 
future is blocked up, that they might do 
all right but not their children.  Because 
of the feeling that nothing will change, 
that happiness and prosperity are 
possible only somewhere else.” 
(Yann Martel, (2003) Life of Pi:79 
For example, in a 1998 survey of potential migration in 11 countries in Central and Eastern 
Europe, Wallace (1999, pp. 27-28) lists five pull factors - living conditions; wages; other 
people’s experiences; good employment; more freedom - and two push factors - ethnic 
problems and economic conditions - which help to motivate migration. In a review of A8 
migrants working in the East of England, McKay & Winkelmann-Gleed (2005) adopt the 
push/pull factor framework, listing pull factors such as stable UK work prospects and large 
numbers of compatriots with good experiences working in the UK and push factors such as 
high home country unemployment and low wages in the home country as instrumental in 
migrant workers’ decision to seek work in the UK. Dickinson et al (2008) contrast the ‘pull’ 
of economic strengths and widespread vacancies in the UK with the ‘push’ of struggling 
home country economies and widespread home country unemployment.  
Such push and pull factors will, then, play a role in individuals’ decision to seek work 
overseas. 
The basic concept of pulling and pushing forces finds a great deal of support within other 
theories. For example, Neoclassical Economics Theory emphasises the influence of economic 
pull factors on the decision to migrate by rational actors seeking to improve their wellbeing 
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by relocating to countries or regions in which their labour will be rewarded at a higher level 
than in their home country or region (Todaro, 1980). The principle of accepting costs in order 
to make higher future returns conceptualises migration as a form of investment of human 
capital (Arango, 2000). Neoclassical Economics Theory postulates that individuals strive to 
migrate to places in which their anticipated net returns are greatest (Borjas, 1994; Massey et 
al., 1993; Massey, 1998).  Disputing the emphasis that Neoclassical Economics Theory 
places on economic pull factors, Arango (2000:286) argues that due to recent changes in the 
nature of migration patterns, political factors are “much more influential than differential 
wages in determining mobility or immobility.”  
The potential economic advantages of a job in the UK clearly exert “a strong pull factor in 
many initial decisions to migrate” (Cook, Dwyer & Waite,2011:60). However, economic 
reasons alone do not fully account for migrants’ decision to come to the UK. Cook, Dwyer & 
Waite (2011:55) question the widespread depiction of A8 migrants as “short-term economic 
opportunists” arguing that “..the factors underpinning the migration of many A8 migrants are 
more complicated.” Migrants may also be attracted by non-economic pull factors such as 
“better working conditions, increased career opportunities, travel opportunities and greater 
personal freedom” (Bell, Jarman & Lefebvre, 2004:48). Green, Owen and Jones (2008) cite 
interviewees who put equal weight on economic and non-economic factors (e.g. social 
networking, the opportunity to learn English). For some migrants, the appeal of coming to the 
UK is less definable, expressed merely as an ‘adventure’ (Schneider & Holman, 2009; 
McKay & Winkelmann-Gleed, 2005 ;Trevena, 2009). 
Kazlauskiene & Rinkevicius, (2006) argue that the desire for professional recognition may 
also be a strong pull factor. This is also true for less permanent mobility patterns; Balter 
(1999) points out that European PhD holders who wish to become academic researchers place 
great value on periods abroad. Bell, Jarman & Lefebvre (2004) found that nurses’ decision to 
work in Northern Ireland was based in part on the fact that it offered them the opportunity of 
 37 
working in well-established hospitals in which they could enhance their skills, with the goal 
of improving their long-term career prospects. 
A more recent enhancement of neoclassical economics, the New Economics of Labour 
Migration (NELM), identifies the family or household as exerting a push factor in the 
migration process. Migration is seen as a family-led strategy which aims not merely to 
maximise individual income, but to minimise risks such as unemployment and to evade 
market failures (Howe et al, 2004; Hugo, 1994; Stark, 1984; Massey et al, 1993). By 
diversifying the work location of its members, households are able to decrease the economic 
risks they face. Because not all the members of the family work in the local market, should 
the local economy become depressed and unable to supply enough income, the whole family 
can depend on remittances provided by those members working in the foreign labour markets 
(Taylor, 1999).  
NELM explains the importance of family pressures in influencing migration  decisions  - 
even of those individuals who have neither a spouse nor children. When an individual reaches 
a decision to migrate this may not be a purely personal decision or even one in the best 
interests of the individual. Rather, it may reflect the desire of a larger family unit to improve 
its well-being by receiving remittances from relatives working abroad (Bauer, Haisken-
DeNew & Schmidt, 2004). 
In contrast, Dual Labour Market Theory focuses on macro level factors and argues that 
migration stems from the intrinsic labour demands of modern industrial societies rather than 
from the micro level of the individual or the household. According to Dual Labour Market 
Theory, Migration is not caused by low wages , high unemployment, or other push factors in 
sending countries, but rather by pull factors in receiving countries since a chronic and 
unavoidable demand for international migration is inherently built into advanced industrial 
markets and economies (Piore, 1979) 
Push factors also play an important role in driving migration, according to World System 
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Theory (Wallerstein, 1974; Massey et al, 1998) This postulates international migration as a 
by-product of global capitalism in which migration chiefly occurs from the periphery (poor 
countries) to the core countries (those with capital and other forms of wealth). This occurs 
because the industrial development in the First World countries brought about structural 
economic problems in the Third World, which act as push factors in driving migration from 
the periphery to the core. 
In their survey of 416 Lithuanians working overseas, Kazlauskiene and Rinkevcius (2006) 
found that the push effects of unsatisfactory wages and scarce possibilities for professional 
realisation played an important role in the decision to migrate. They further pointed out that 
this was most prevalent among those who had been unable to find employment and those 
who were only in temporary employment. The proposition that the unemployed have a higher 
propensity to migrate than the employed is well supported (Goss & Schoening, 1984; Hughes 
& McCormick, 1985; Fischer & Malmberg, 2001). 
The idea that dissatisfaction with one’s place of residence has an impact in the decision to 
move is supported by the “place utility” framework of migration decision making (Wolpert, 
1965; Heaton, Clifford & Fuguitt, 1981; Speare, Kobrin, & Kingkade, 1982; De Jong, 
Chamratrithirong, & Tran, 2002). From this perspective, potential migrants compare current 
levels of satisfaction against perceived levels of satisfaction in an alternative place, to which 
they relocate if they feel that it promises greater satisfaction. 
A detailed analysis of the interaction of  push and pull factors was developed by Lee (1966), 
who summarized the factors influencing the decision to migrate and the process of migration 
under four headings: 
1. Factors associated with the area of origin 
2. Factors associated with the area of destination 
3. Intervening obstacles 
4. Personal factors 
The first three factors are shown graphically in Figure 1 (Lee, 1966:50). Within each origin 
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and destination Lee postulated the existence of: 
positive forces  (+) , which serve to motivate those people already in the area to stay and 
pull those outside the area towards it 
negative forces (-) , which repel or push those people already in the area away 
‘zero’ forces (0) , which on balance exert neither attraction nor repulsion and which 
people essentially regard with indifference 
 
Figure 1 Origin and Destination Factors (Lee, 1966:50) 
Some of these forces consist of general sets of factors towards which the majority of people 
could reasonably be expected to react in the same way, such as more job opportunities (+), 
higher wages (+), or better amenities (+) in the destination; and unemployment (-), political 
upheaval (-) and high inflation (-) in the origin. Although pull factors are generally conceived 
of as being in the destination, and push factors in the source, the diagram clearly shows that 
both the origin and destination have positive forces  (+) and negative forces (-) . This reflects 
the reality that migrants must consider not only the negative aspects of staying and the 
positive aspects of migrating but also the positive aspects of staying and the negative aspects 
of moving. Logically, if the positive forces  (+) (pulls) in the destination outweigh the 
positive forces  (+) gained by staying in the origin, then migration is more likely to occur.  
However, the effect that many of these forces have on individuals is dependent in part upon 
personal factors. Some of these are general, such as how open individuals are to change or 
what prior experience they have of migration. Others may be the result of people’s age, 
education, gender, or race. The recognition that it is the perception individuals have of 
factors, rather than the actual factors themselves, which  determine their decisions is 
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important. This allows the model to explain why, in a given situation at the origin, “… 
individual A migrates, while otherwise comparable B does not” (Greenwood, 1997:694).  
Given the fact that people living in the origin will possess better knowledge of the origin’s 
plusses and minuses than they do of those in the potential destination, the model assumes that 
“uncertainty, expectations and risks” become an important element in the migration process, 
as do the perceptions of destination plusses and minuses. More than a mere comparison of 
plusses and minuses however, the model proposes that the impetus in favour of the move 
must be strong enough to overcome natural inertia and the reluctance to move in the light of 
the intervening obstacles (Ainsaar, 2004). 
The intervening obstacles provide varying levels of resistance to be overcome. For example, 
obstacles such as distance and concomitant relocation costs can be overcome relatively easily 
in comparison to restrictive immigration laws or racial quotas. The intervening obstacles may 
also impact in varying degrees on different people; some may more easily overcome the 
obstacle of travelling costs than others without the resources to do so, for example.  
Lee’s push-pull theory highlights the importance of migrants’ subjective perceptions, 
especially in the decision making stage prior to the actual move (Ainsaar, 2004).  However, 
whilst push-pull theory sheds useful light on individual motivations to migrate, it has some 
drawbacks. For example, it cannot explain why groups of migrants choose particular 
destination countries (Castles & Miller 2003). Portes and Borocz (1989) postulate that a pre-
existing relationship between origin and destination countries will dictate migratory patterns 
(e.g. Algerians to France, Turks to Germany). Portes and Borocz’s model stresses the history 
of relations between countries and the diffusion of the destination country’s culture among 
the country of origin. For the present study, it is interesting to speculate as to the attraction of 
the UK as a destination, especially when other EU nations (Ireland, and Sweden) opened 
their doors to A8 migrants at the same time. 
It is this subjective micro aspect which helps to explain the major factors driving migration 
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and serves as a useful starting point for an overview of the motivations and decisions of the 
migrants in this study. The key concepts of pull factors, push factors, intervening obstacles 
and personal factors allow us to examine major aspects which influence the decision to 
migrate.  
The intervening obstacles in Lee’s (1966) push-pull theory play an important role in 
influencing the decision to migrate. The next section examines a range of studies which help 
to shed light on some of the intervening obstacles which affect migration decisions. 
Having identified some key theories influencing the decision to migrate, we now examine 
how, once the decision to migrate has been taken, migration is sustained. 
According to Martin (1994:177): 
International migration occurs because of demand-pull factors that 
draw migrants into industrial countries, supply-push factors that 
push them out of their own countries, and networks of friends and 
relatives already in industrial societies who serve as anchor 
communities for newcomers.  
Thus, a key factor in the sustaining of migration is the aid and support migrants obtain from 
networks of relatives and friends once they have arrived in the destination country. 
Networks of Relatives and Friends 
A factor which is frequently mentioned in the international migration research literature 
(Massey & Sanchez, 2010) is the existence of a network of relatives and friends who have 
previously emigrated to the receiving country. In itself, the existence of such a network is not 
considered enough to trigger the decision to migrate (Boneva & Frieze, 2001).  However, the 
ties that exist between potential migrants and their family and friends already in situ form a 
resource which facilitates their migration to and settlement in the receiving country, once the 
decision to migrate has been taken.  
Relatives and friends already in the destination country help new migrants to find jobs and 
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provide social and cultural support within a familiar migrant community (Faist, 1997). These 
networks of migrants create migration momentum, thus perpetuating migration despite falling 
standards in the destination country or improving standards at home, which, according to the 
neoclassical view, would obviate against it (Boyd, 1989; Howe et al., 2004). The momentum 
provided by migrant networks helps to explain why governments find it easier to prevent 
immigration before it begins than to close it down once it has begun (Howe et al., 2004). 
The main theories addressing the perpetuation of international movements are: 
Institutional theory 
According to Institutional theory, once migration has taken place, private and voluntary 
organizations develop to support and sustain the movement of migrants. It is these 
institutions – which include a variety of legal entities providing transport, labour contracting, 
and housing, as well as illegal organizations such as smuggling rings - that can perpetuate 
migration. As such organizations develop, the migratory flow becomes more and more 
institutionalized and grows independent of the factors that originally caused it (Massey et al., 
1993). Consequently, it is difficult for governments to regulate and control migration 
(Castles, 2000). 
Cumulative Causation theory 
Cumulative Causation theory (Massey, 1990; Myrdal, 1957) holds that migration changes 
values and cultural perceptions in ways that increase the probability of future migration. The 
perception of the act of migration may shift in the community in the country of origin, with 
the strictly economic nature of the act yielding to the idea of  “a rite of passage for young 
men.” (Herman, 2006:197). Additionally, an increasing number of migrants sending 
remittances back to their home country will increase the living standards of their families. 
This will accelerate migration since other members of the community in the home country 
experience further relative deprivation, increasing the likelihood they will migrate 
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themselves. (Howe et al., 2004) 
Our discussion of the causes of migration revealed several criticisms of Neoclassical 
Economics Theory and its emphasis on monetary incentives. If migration has evolved from 
the simple ‘temporary target migration’ of the 1970’s (Reyneri, 2004), so too has the view of 
migrants evolved from “the closest thing in real life to the homo economicus of economic 
theory” (Piore, 1979: 54) whose social identity is rooted in their life in their country of origin, 
and to whom work in the host country is merely a means to an end. Instead of reacting only 
to short-term monetary stimuli and remaining unconcerned by their social status in the 
destination country, migrants are seen to be displaying differing motivations and intentions. 
These evolve and change with time, highlighting the “…complexity and multi-levelled nature 
of explanations for international migration” (Robinson & Carey, 2000:89).  
The decision to migrate, then, is a complex one (McKay & Winkelmann-Gleed, 2005; 
Robinson & Carey, 2000), which combines push and pull elements viewed from a personal, 
family, social and economic level (Ferro, 2006). Equally complex, but less frequently 
studied, are the reasons why migration does not occur (Faist 2000; Ferro, 2006; Hammar & 
Tamas 1997; Tassinopoulos & Werner, 1999) and so we must now examine factors which 
may dissuade potential migrants from relocating. 
2.4.2. OBSTACLES TO MIGRATION 
It is important to gain an understanding of why people choose not to migrate: 
“The classic pair ‘push’ and ‘pull’ should at least be complemented 
with ‘retain’ and ‘repel’. The existence of centripetal forces that lead 
to staying has been generally ignored by theories, although there are 
signs of increasing interest towards them in recent years.” (Arango, 
2000:293) 
Lee described how intervening obstacles affect the migration process. This could be 
restricted, or even aborted, by several obstacles such as distance, physical and political 
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barriers, and family status. For Lee, the migration process was selective since individuals’ 
responses to push-pull factors are influenced by differentials such as social class, age, and 
gender which determine their ability to overcome intervening obstacles. 
Familiarity with the Destination 
In a cross-national survey examining the willingness to move of residents from several 
Central and Eastern European Countries, Drinkwater (2003) reports that the willingness to 
move of individuals who have spent any time living abroad is significantly higher than those 
who have not previously lived outside of their home country. Ackers (2004) pointed out that 
scientists moving overseas at an early age with their family, and those whose school or 
undergraduate studies included time spent abroad are more inclined to move again in the 
future. 
The existence of a network of family and/or friends in situ allows potential migrants to form 
a realistic picture before deciding to migrate. Palloni et al (2001) found that the likelihood of 
migration of Mexicans to the United States tripled if they had an older sibling who had 
already migrated there.  
It follows therefore that those who are considering migrating without such prior experience 
form a picture in their mind as to the benefits of migrating which may, in the absence of first-
hand experience, be inaccurate and misleading. For example, Benson-Rea and Rawlinson 
(2003) claim that the lack of accurate and realistic information about employment and 
business conditions available to prospective migrants to New Zealand leads to dissatisfaction. 
They cite Oliver’s (2000) finding that migrants in New Zealand had been under the false 
impression that they would obtain employment commensurate in status and pay to the status 
they had enjoyed in their home country. 
Institutional Barriers 
Political barriers, such as national immigration restrictions, which have an inhibitive effect on 
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potential migratory movements, should not be evident between EU member states. However, 
although the lack of restrictions on free movement serves to encourage mobility within the 
EU, the EU nation states have generally discouraged non-EU citizens from entering the EU. 
This creates an intervening obstacle for non EU migrants but not for EU migrants. 
Despite the lack of entry barriers, other institutional barriers exist. Professional associations 
and hiring bodies, for example, may find fault with immigrants’ credentials and create 
barriers preventing them from entering their chosen profession (Bauder, 2003). Pemberton 
(2008) found that employment agencies in the North West of England pushed migrants into 
accepting initial ‘foot in the door’ unskilled work offers which did not take account of their 
skills. Even in the event that the qualifications are deemed acceptable, other factors may 
come into play. Employers may rule out qualified applicants based on lack of relevant (i.e. 
local) work experience (Friedberg, 2000; Kler, 2006); perceived ability to fit in or to project 
an appropriate corporate image to customers, (Watson, 1996); or lack of adequate ‘soft skills’ 
such as zeal for constant learning, the ability to think ahead, teamwork and flexibility (Shih, 
2002; Schneider & Holman, 2005).   
One alternative to paid employment is to set oneself up in business, resulting in relatively 
high rates of entrepreneurship among migrant groups (Clark & Drinkwater, 2010) Migrants 
from Eastern Europe in the years leading up to accession could enter the UK if they had self 
employed status. Once this was no longer a prerequisite after accession, the self employed 
ratio of the workforce plummeted (Drinkwater, Eade & Garapich, 2006). 
Age 
Age can play an important role in the decision to migrate. Several studies (Fu & Gabriel, 
2002; Congdon, 2008)  suggest that older people are less likely to migrate than their younger 
compatriots for several reasons. Firstly, the economic argument is that they will have a 
shorter period of time in which to recoup the costs of their migration. Secondly, older people 
may be less able to adapt their human capital to new demands in different situations. Thirdly, 
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older people may find it psychologically more demanding to migrate than their younger 
compatriots. 
The ‘psychic costs’ of learning a new language and culture, adapting to a new labour market, 
losing touch with old contacts and making new ones (Massey et al. 1993) of older migrants 
may be higher since they generally find it much more difficult to adapt, especially in terms of 
learning the language (Battu and Sloane, 2002; Dustmann and Fabbri, 2003).  
Government statistics show that older migrants are very much in the minority (Robinson, 
2002), and most attention in studies of A8 migrants centres around the much larger numbers 
of younger migrants. However, Green, Owen and Jones (2008) found that migrants over 40 
were more likely than younger migrants to have lived abroad before and postulated that these 
previous experiences overseas could make them more, not less, likely to consider moving 
abroad again (Drinkwater, 2003). 
Further value to studying the minority of older migrants to the UK is added by Drinkwater, 
Eade, and Garapich (2006), who identified some distinguishing characteristics of Polish 
migrants aged 46-55. Members of this age group were the most likely to have migrated in 
order to accumulate capital and return to Poland in order to invest in property and were most 
likely to stay for a longer period of time, perhaps since they were less likely to find work in 
the Polish labour market.  
A further obstacle which might dissuade potential migrants from committing to a move is the 
existence of strong family ties in the country of origin. The decision for a family member 
(usually male) to relocate and leave family behind can be traumatic. A recent study of Polish 
migrants working in Scotland (Weishaar, 2008) found that separation from extended family 
in the home country was a source of anxiety. 
Clearly, Lee’s (1966) model provides possible reasons why migrants would decide not to 
move. It allows for institutional and political barriers in the destination. Migrants may value 
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the positive forces in the origin more highly than those in the destination, may feel that 
leaving the origin would deprive them of location-specific advantages or may decide that the 
lesser distance and reduced transaction costs required to complete a domestic  move make it 
preferable to an international one. Or certain migrants who are more risk averse than their 
compatriots might shy away from a move, despite having a great deal of information about 
what to expect. 
The usefulness of economic and environmental factors in accounting for the desire to 
emigrate is questioned by Boneva and Frieze (2001) who stress the importance of personal 
factors, arguing that a certain pattern of personality characteristics is predictive of a greater 
desire to emigrate. They propose that this desire could be triggered by a high level of 
achievement motivation and/or power motivation whereas the desire to remain in the home 
country could be due to a high level of affiliation motivation. The personality pattern of the 
potential migrant interacts with environmental factors and opportunities in such a way that 
only those whose personality pattern means that they have the desire to migrate actually do 
so.  
The value in establishing such traits in migrants would lie in helping them to carry out tasks 
and activities in the target country to fulfil their heightened psychological needs. For 
example, those with high power orientation could be given roles within community groups 
(Boneva and Frieze, 2001). As Gans (1999), however, points out, the evidence for a migrant 
personality is not great. Furthermore, as proponents of NELM  point out, the decision to 
migrate in search of work is not taken in a vacuum but is often made on a family level, in 
which individual personality traits may not play a role or may be overridden in the interest of 
the family as a whole. 
The non-permanent nature of the international movement of EU citizens, with their freedom 
of movement allowing them to return at will to their home country, could arguably negate the 
need for a certain set of personality traits to be required in order to undertake an international 
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relocation. Since this would be non-binding, it could be argued that those with lower 
achievement motivation may be more willing to seek work elsewhere and those with high 
affiliation motivation might be comforted by the ease with which they could return to their 
family environment, should they feel the need to do so.  
Similarly, the neo-classical claim that migration is brought about by a rational decision to 
enhance income is questioned by Arango (2000) who argues that, were migration flows to 
conform with the tenets of neo-classical migration theory, there would be a substantially 
greater number of migrants than the 191 million people or 3 per cent of the world’s 
population who lived outside their country of origin in 2005 (UNFPA, 2005).  
Carling’s (2002) concept of "involuntary immobility", represents friction between the desire 
to migrate and the inability to do so. This is an important concept when contrasted with the 
neoclassical migration theory, which implies that any non-migration is arrived at by a logical 
assessment of a lack of the potential benefits of migrating. However, as Carling explains, a 
series of macro and micro level factors can come into play to thwart migrants' aspiration to 
migrate.  
Macro level factors include the socially constructed meaning of migration and the emigration 
environment, consisting of the historical, social, economic, cultural or political setting which 
encourages or discourages migration. Micro level factors, such as gender, age, family 
migration history, social status, educational attainment and personality traits, influence 
individuals’ migration aspirations. Carling’s model represents an empirical tool for the study 
of the pre-migration stage, and allows for the conditions and determining factors that affect 
people’s choices and opportunities to move to be taken into consideration (Ferro, 2006).  
Carling’s model helps to shed light on the distinction between EU and non EU migrants. 
Political barriers created to restrict non EU immigration can thwart the ambitions of 
individuals to seek work in the UK. For EU citizens, such as those in this study, this barrier 
does not exist. While the absence of such barriers can promote migration, their existence can 
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also prevent or restrict it. 
Having examined the principal theories of why migration occurs and how it is sustained over 
time, it is necessary now for us to examine the nature of migration within the European 
Union, since the migrant workers in the present study are all EU nationals moving within the 
EU. 
2.5. INTRA-EU MIGRATION 
An appreciation of the forces driving and sustaining migration is important in helping us to 
understand the decision of the migrants in this study to seek work in the UK. However, since 
the Treaty of Rome was signed in 1957, the right of freedom of movement throughout the EU 
for EU citizens and their families has been one of the core ‘acquis’ of the European 
Communities (Currie, 2006). Within the EU, this has helped to bring about changing patterns 
of mobility in which ‘one-off’ movements leading to permanent resettlement have given way 
to more fluid practices of international mobility involving alternating residence in different 
countries (Pennix et al, 2008).  
In 2006, designated the European Year of Workers’ Mobility, Vladimír Špidla, the EU 
Commissioner for Employment, Social Affairs and Equal Opportunities, put forth an 
impassioned call for a more mobile workforce, equipped to learn new skills and adapt to new 
environments in order to meet the EU’s growth and jobs strategy (Vandenbrande et al, 2006). 
The European Foundation for the Improvement of Living and Working Conditions (2006:1) 
stressed the importance of greater mobility within the EU in order to increase the 
community’s competitive ability in the face of “the growing challenges of globalisation, rapid 
technological change and a developing knowledge society”. Such objectives imply an 
efficient and constructive community-wide utilisation of human capital.  
Such lofty ideals may not be realised by all those who relocate within the EU. In a study of 
highly-skilled Eastern Europeans in Denmark, Liversage (2009: 204) pointed out the 
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difficulty in understanding: 
“the complex unfolding processes of entering new labour markets 
through which some gain access to resources while others fail - how 
some immigrants find good jobs while others become the proverbial 
highly educated taxi drivers.” 
Felker (2011) identified the degree to which potential movers research the job market and 
career opportunities in the UK before moving as one possible way in which they  might find 
such good jobs.  The migrant workers in her study, although highly qualified, did not appear 
to put much thought into their move to the UK. Rather than research the job market and 
professional opportunities, they seemed to be content to adopt a wait and see approach. Lack 
of preparation and pre-departure planning could, then, negatively impact on migrants’ ability 
to find jobs which are commensurate with their abilities and qualifications. 
Another reason why they may fail in finding good jobs is an inability to learn the requisite 
skills. Although many A8 migrants have indeed been learning new skills, these have very 
often been at a far lower level than their qualifications and experience would suggest. As 
Felker (2011) points out, the learning experiences of individuals who find themselves in skill- 
and status- related underemployment, if indeed they are useful at all, are more likely to add to 
their cultural awareness rather than to provide them with knowledge and skills which are of 
direct relevance to their careers. 
Schneider & Holman (2005) found that in Norfolk, most migrant workers, particularly 
females, were unable to use employment skills matching identified shortages in the 
construction sector and had, instead, to accept jobs at a lower skill level. This mismatch 
between the desire for a mobile, highly-skilled European workforce and the reality of highly-
skilled migrants in a situation of ‘brain waste’ questions the benefits, both to workers and to 
member countries, of the EU’s growth strategy. 
As Currie (2007) argues, since the 2004 EU enlargement, A8 migrants have begun to take on 
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work roles more similar to those traditionally filled by third-country nationals, namely 
'degrading, dangerous and dirty' work shunned by the citizens of the EU-15 nations. 
According to a 2007 Home Office report the occupations most frequently entered by A8 
migrant workers in the UK between July 2004 and June 2007 were:  
Process operative (other factory worker) 
Packer 
Kitchen and catering assistants 
Warehouse Operative 
Cleaner, domestic staff 
Farm worker/ Farm hand 
Waiter/waitress 
Maid / Room attendant (hotel) 
Care assistants and home carers 
Labourer, building  
(Home Office, 2007) 
 
Despite the high frequency of such manual occupations taken on by the migrants, in many 
cases such jobs did not correspond to their abilities and qualifications (Schneider & Holman, 
2005; Bell, Jarman, & Lefebvre, 2004; bSolutions, 2005; Zaronaite and Tirzite 2005).  
The lack of recognition in destination countries of qualifications obtained in migrants’ home 
countries adversely affects migrants in the UK. As Shah and Long (2009) make clear, the 
increasing bonds between the countries of the European Union do little to alleviate this 
problem since little progress has been made towards  an EU-wide system of mutual 
recognition of qualifications and skills. Zaronaite and Tirzite (2005:12) bemoan the fact that 
“many highly qualified migrant workers, such as engineers, teachers, doctors are working in 
pack houses.” They attribute this to lack of recognition of migrants’ qualifications, a theme 
echoed in other studies (Currie, 2007; Pemberton, 2008).  
According to Currie (2007), although the EU has developed a system of mutual recognition 
of qualifications and non-discrimination, this emphasises recognition of professional 
qualifications over general educational or academic qualifications. Consequently, migrants 
from within the EU may find their qualifications devalued in another member state. This 
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view is reinforced by a Europe-wide study (Barone, 2009) which stresses the widespread 
existence in several European countries of problems in recognising migrant workers’ 
educational credentials and points out that the lack of reference in UK legislation to migrant 
workers’ qualifications and skills adversely affects their full integration into the workplace 
(Barone, 2009).  
Highly-skilled migrants have to come to terms with an unfamiliar social, cultural and 
economic environment. The barriers that they face include lack of recognition of 
qualifications, lack of local skills and language, and a lack of familiarity with local structures 
and institutional procedures. (Zikic, Bonache and Cerdin, 2010; Syed, 2008).  
This study, however, does not address the nature of such obstacles which confront the 
migrants. Rather, the central interest in this study is the nature of the response of the migrants 
to these obstacles. The next section therefore examines the interrelated concepts of 
overeducation and underemployment in order to shed light on the demands these placed on 
the migrants. 
2.6. OVEREDUCATION AND UNDEREMPLOYMENT 
Two major concepts help us to understand the fact that many highly-skilled immigrants can 
find themselves in a situation of ‘brain-waste’ or ‘brain abuse’ (Bauder, 2003; Brandi, 2001; 
Koser & Salt, 1997) in which they are unable to escape from menial jobs. These are the 
interrelated concepts of overeducation and underemployment. This section explains these 
concepts, how they are related and how they impact the lives of the migrants in this study. 
Overeducation 
An individual is overeducated if his or her level of education exceeds that required for the 
performance of his or her job (Sloane, Battu, & Seaman, 1999; Linsley, 2005; Lianos, 2007; 
Felstead, Gallie, & Green, 2002). The incidence of overeducation can be determined in both a 
subjective and an objective fashion. The subjective determination of overeducation relies 
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upon reports by the jobholders themselves in which they compare their educational level with 
that required for the job they are performing. A drawback of the subjective method is that it 
depends on respondents’ perceptions and runs the risk that they may overstate job 
requirements or merely recite hiring practice standards (Kler, 2006). The objective 
determination of overeducation utilises job analysis data to establish the extent of mismatch 
between the level of education required by the job and that of the jobholder (Kler, 2006; 
Bishop, 1993).  
Overeducation can be measured objectively by reference to either a national or international 
occupational classification. An example of the use of the former is Pemberton’s (2008) study 
using the UK Government’s Standard Occupational Classification (SOC) as a yardstick with 
which to compare the educational level of migrant workers in the North West of the UK with 
the skills needed in their jobs. This revealed that a large majority of those surveyed had held 
positions at a higher level before coming to the UK.  
Similarly, in a Europe-wide analysis of occupational promotion of migrant workers, Barone  
(2009) illustrates how objective measurement of overeducation by means of a comparison 
between the International Standard Classification of Education (ISCED) and the International 
Standard Classification of Occupations (ISCO) schema was used to identify clear and 
widespread overeducation of migrant workers in the EU.  This presented a picture of migrant 
workers with qualifications obtained outside of the destination country having a much higher 
incidence of overeducation than natives of that country. In other words, an objective measure 
of the gap between skills held and skills required in the current job revealed that migrant 
workers were much more likely than native workers to be working in a position below their 
education level. 
Relative to employees with appropriate qualifications for the job, overeducated employees 
have been found to show lower productivity and job satisfaction (Tsang, Rumberger, & 
Levin, 1991) and to be more likely to seek a job change (Robst, 1995; Sicherman, 1991). The 
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effects of overeducation can be especially marked if overeducation is experienced as a 
permanent, rather than a temporary phenomenon (Dolton & Vignoles, 2000; Battu & Sloane, 
2002; Rubb, 2003). 
Workers may temporarily accept jobs for which they are overqualified because of the costs 
involved in finding a more appropriate job (Johnson, 1978; Jovanovic, 1979). Entry-level 
jobs may offer employees the opportunity to gain experience, obtain on-the-job training and 
search for better career opportunities (Groot, 1996; Sicherman, 1991) . If they are 
subsequently successful in obtaining such opportunities, then overeducation will have been a 
temporary experience for them.  
Migrants may be more susceptible to overeducation compared with native-born labour 
market participants (Flatau, Petridis, & Wood, 1995; Chiswick & Miller, 2009).  This is 
supported by studies in several countries – e.g. Greece (Lianos, 1997; Patrinos, 1997); 
Denmark (Nielsen, 2007, Liversage, 2009); Canada (Bauder, 2003); Australia (Kler, 2006; 
Green, Kler and Leeves, 2007) and the UK (Waddington, 2007; Battu & Sloane, 2002). A 
study conducted by the OECD (2006) in  21 countries also revealed a higher percentage of 
over-educated individuals among immigrant workers than among the native-born population. 
The above studies identified several factors causing the high rate of overeducation among 
immigrants, including: 
  poor ability in the local language 
  lack of local work experience 
• non-recognition of academic qualifications 
• lack of knowledge about how the labour market functions 
• inability to enter regulated professions requiring membership of professional bodies 
• insufficient financial resources to fund long job searches 
These findings suggest that the pressure on migrants to find paid employment quickly, the 
difficulty and delay in having their qualifications recognised and the vicious circle of needing 
local experience in order to be given local experience may combine to make overeducation a 
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long-term, rather than temporary, experience for highly-skilled migrants. 
Underemployment 
Differing definitions  of the concept of underemployment exist. Indeed, Friedland and Price 
(2003: 33) lament the fact that “… there are almost as many operational definitions of 
underemployment as there are researchers studying the phenomenon (italics in original).  All 
of these definitions have two things in common, however - a view of underemployment as an 
inferior or lower quality type of employment and reference to a standard of comparison 
against which underemployment comes short (Feldman, 1996). 
Underemployment is generally seen as an inadequacy along the dimensions of time, income 
and  skill (Clogg, Eliason, & Wahl, 1990; Clogg, Sullivan, & Mutchler, 1986; Hauser, 1974; 
Sullivan, 1978). In addition, it can also reflect an inadequacy in social status (Burris, 1983; 
Friedland & Price, 2003). Here we examine each of these inadequacies in turn. 
Time-related underemployment has been referred to as ‘visible underemployment’ in contrast 
with ‘invisible underemployment’. This is because the former is quantifiable through 
counting the number of hours worked. In contrast, the latter is brought about by a 
misallocation of  labour resources, under-utilisation of skill, and other hard-to-quantify 
factors (Brown & Pintaldi, 2006; Simic, 2002).  
Time-related underemployment occurs when the hours of work of an employed person are 
below a threshold, and are insufficient in relation to “an alternative employment situation in 
which persons are willing and available to engage.” (ILO, 1998). It affects individuals who 
are working fewer hours than they would prefer to work and who are willing to work 
additional hours, in any of the following ways: 
• by taking on another job in addition to their current job(s) 
• by taking on another job with more hours instead of their current job(s) 
• by accepting an increase in the total number of hours worked in their current job(s) 
(Simic, 2002) 
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Time-related underemployment is the form of underemployment typically measured by 
governments, since it is far easier to quantify than the other forms of underemployment. 
Using this definition of underemployment, Simic (2002) found that the proportion of the UK 
workforce who were underemployed between 1997 and 2001 was consistently higher than 
the proportion of the UK workforce who were unemployed.  
Individuals who are in income-related underemployment are those who are willing and 
available to change their current work situation in order to increase their income. Brown and 
Pintaldi (2006:55) stress the need for “a threshold of adequate income, above which a person 
cannot be classified as in income-related underemployment” in order to distinguish between 
those who are truly in need of more income from those who are already well paid but would 
like to earn more. Instead of using such an absolute threshold, some economists prefer to use 
a relative standard in which income loss compared to an individual’s previous income is a 
crucial factor (Feldman, 1996). 
Individuals who are in skill-related underemployment are those who are willing and available 
to change their current work situation in order to use their current occupational skills more 
fully. This concept of underemployment as a result of individuals having qualifications and 
skills in excess of that required by their jobs is essentially the same as the concept of 
overeducation (Patrinos, 1997; Smith, 1986). Consequently, the terms ‘skill-related 
underemployment’ and ‘overeducation’ will be used interchangeably in this thesis. 
Whilst not officially recognised by international standards, in contrast with the previous 
categories, status-related underemployment is based on the premise that many highly-skilled 
individuals are concerned about the loss of occupational status they suffer as a result of 
taking on jobs below their qualification level (Burris, 1983; Friedland & Price, 2003). This 
aspect of underemployment would appear to be one which may apply to highly-skilled 
migrants as they negotiate their occupational and social status in a new environment.  
The various forms of underemployment are summarised in Table 1  below. 
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Table 1 Forms of Underemployment  
Time-related mismatch between the number of hours available and the number of hours preferred 
Income-related mismatch between actual earnings and earnings that preclude poverty/earnings to 
which individual was accustomed   
Skill-related mismatch between individual’s acquired education and skill level and that required 
to carry out the job  (= Overeducation) 
Status-related mismatch between the occupational status provided by the job and the occupational 
status individuals would expect on the basis of their background 
Individuals can experience more than one kind of underemployment at the same time. For 
example, an individual who is working part-time in a position which does not utilise his or 
her skills fully may be seeking another job which offers more hours and also allows him or 
her to use his or her skills more fully. This represents an overlap between time-related 
underemployment and skills-related underemployment (Brown and Pintaldi, 2006).   
It is anticipated that these concepts of different types of underemployment will form a useful 
lens for evaluating the experiences of the highly-skilled migrants in this study. For many, we 
can surmise that the decision to leave their home country may have been prompted by time-
related and income-related underemployment. Whilst their jobs in the destination country 
may have overcome these inadequacies by providing sufficient hours and a wage perceived 
as high, they may now experience skill-related underemployment and status-related 
underemployment, which negatively affect their mental health (Dooley, Prause & Ham-
Rowbottom, 2000; Friedland & Price, 2003; Dean & Wilson, 2009) and sense of identity 
(Trevena, 2006) and may even prompt them to return to their home country.  
The decision to move to another country in pursuit of work opportunities has an effect on an 
individual’s career. An examination of such cross-cultural career experience can shed light on  
a fragmented area of study (Thomas and Inkson, 2007)  and add to an understanding of how 
individuals cope with the challenges and discontinuities of career patterns which are played 
out in several places and increasingly without organisational support (Arthur & Rousseau, 
1996). Our attention therefore now turns to a discussion of career and career transitions. 
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2.7. CAREER 
To define the concept of career is far from straightforward. As Hughes (1997:389) aptly puts 
it: “Career, the word, has itself had a career.” This “term of multi-layered richness and 
ambiguity” (Collin & Young 2000:1), derived from the Latin carraria, meaning a road or 
carriageway (Arthur and Lawrence,1984: 1), implies a sense of direction, and the facilitation 
of movement to a desired destination (Gowler & Legge, 1989:438). However, there is some 
disagreement as to the length and nature of this road and the destination to which it leads. In 
order to understand the concept of career and the ways in which it interrelates with the 
concepts of mobility and migration which are central to this study, however, it is necessary 
for us to establish a definition which addresses the key features of the concept. 
One definition which finds much support in the literature is "the evolving sequence of a 
person's work experience over time" (Arthur, Hall & Lawrence, 1989:8). In contrast with 
other oft-cited definitions such as “a process of development of the employee along a path of 
experience and jobs in one or more organizations” (Baruch and Rosenstein, 1992) or “the 
patterns and sequences of occupations and positions occupied by people across their working 
lives” (Collin and Young, 2000:3) this definition is broad.  
Jepsen and Choudhuri (2001) point out three crucial features of Arthur and Rousseau’s 
definition. Firstly, its focus on work experiences is broad enough to include productive 
efforts such as homemaking that do not necessarily involve an employment relationship. 
Secondly, it places an emphasis on the individual and thirdly, it acknowledges the dimension 
of time.  
These three aspects resonate with Arnold’s (1997:16) definition of career as “a sequence of 
employment related positions, roles, activities and experiences encountered by a person”. In 
this definition, career is seen to include family roles and leisure activities insofar as these link 
to employment; to be personal with a subjective element; and to unfold over time. A fourth 
aspect which emerges from Arnold’s definition which is of especial interest to the current 
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study is a concern with: 
“...how an individual's positions, roles, activities and experiences 
unfold over time, connect with each other (or not), change in 
predictable or unpredictable ways, match (or not) a person's 
changing skills and interests, and enable (or not) a person to expand 
his or her skills or realize his or her potential.” (Arnold, 1997:16 
emphasis added) 
These four aspects – careers and employment relationships, careers and individuals, careers 
and time, and careers and discontinuities - provide us with a starting point in our exploration 
of the concept of career. A further concept which plays an important role in our discussions 
in the ensuing chapters is that of ‘career capital’ or the portfolio of resources which aid 
people in their careers. These resources have been classified into “knowing-why, knowing-
how, and knowing-whom” categories  which an individual possess and which affect his or 
her career. (Arthur et al., 1999). 
The question of whether a career should be restricted to employment-related experiences 
alone has created much debate. Appeals have been made to widen the perspective to embrace 
both work and non-work role activities and behaviours (Bateson, 1989). Adamson, Doherty 
& Viney (1998) argue that work career is a subset of life career, arguing that “The concept of 
career is much broader than the exclusively work-related definitions of career which have 
dominated management theory and practice for at least the last few decades” (Adamson, 
Doherty & Viney 1998:253). Indeed, Barley (1989:47) cites several instances in which the 
Chicago school of sociologists used the term in unusually broad ways “… for instance, the 
staged logic of a tubercular patient's hospitalisation and recovery (Roth 1963), the plight of a 
polio victim (Davis 1963), or the process by which inmates of mental hospitals are gradually 
labeled insane” (Goffman 1961).  
New career models (e.g. the boundaryless career, (Arthur & Rousseau, 1996); the protean 
career, (Hall, 1996) ) have emerged in response to recent changes in the pattern of work, such 
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as the increased value placed on leisure, increasing unemployment - especially in the 
manufacturing sector – the rise in the numbers of those employed in part time work, and the 
increasing feminization of the workplace (The Economist, 30th Dec, 2009). These models 
acknowledge the role that individuals play outside of organisational boundaries in shaping 
careers which are “more decoupled from specific organizations, more proactive and enactive 
… more portable, more discontinuous, less predictable, and more reliant on improvisation” 
(Weick, 1996:41). By regarding the individual, not his or her employing organisation, as the 
owner of his or her career (Kanter 1989), such models place value on flexibility, 
independence and the willingness to take an idiosyncratic route through one’s career. These 
traits help to account for non-traditional career moves and careers played out outside of 
organisational boundaries. They reinforce the concept of mobility as central to the 
development of careers (Forrier, Sels & Stynen, 2009). They have provoked a reconsideration 
of some conventional careers thinking by questioning the linearity, unidirectionality and 
upward hierarchy of careers (Lichtenstein and Mendenhall 2002; Brocklehurst, 2003). 
Schein, (1996), distinguished between ‘internally-perceived’ (i.e. subjective) versus 
‘externally prescribed’ (i.e. objective) careers. The former involves a subjective sense of 
where one is going in one's work life, whereas the external career refers to advancement 
within the organizational hierarchy. Whereas the objective career refers to externally defined 
reality in the form of visible, observable activities, behaviours, and events in a person's work 
history, the subjective career is represented by an individual’s attitudes, orientations, and 
perceptions about a career. By the concept of subjective career success is meant an 
individual’s own internal perspective on success, realised through his or her feelings of 
accomplishment and satisfaction with the progress of his or her career (Judge et al., 1995).  
There is increasing evidence that for many expatriates, the internal career appears to take 
precedence over the external career. (Tung, 1998). Nicholson and West (1989) distinguish 
between the terms "work history" (sequences of job experiences) and "career" (an 
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individual’s  sense-making story about his or her work history).  However, the existence of 
these two career dimensions does not imply that they exist in isolation. Indeed, Louis (1980) 
highlights the importance of considering both of these aspects of an individual's career when 
studying career transitions and research continues into the nature of their interdependence 
(Arthur, Khapova, & Wilderom, 2005; Khapova et al 2007). Individuals such as those in this 
study, who may no longer perceive their careers as a progression of jobs within a single 
profession or institution and who may react in different ways to the challenges they face in 
their transitions, provide an under-researched context for study (Zikic et al, 2010). 
Inherent in the boundaryless and the protean career concepts is a strong emphasis on 
individual agency and free choice, which is perhaps more relevant to US corporate 
employees than to intra-Europe migration, with a variety of different cultures and languages 
(Thomas and Inkson, 2007). Within the European context, the boundaryless and the protean 
career concepts can be said to neglect the importance of structural restrictions resulting from 
labour market segmentation, institutional rules and regulations, and organizational policies 
(Forrier, Sels & Stynen, 2009). King, Burke, & Pemberton (2005) highlighted the restrictive 
role played by employment agencies in limiting the extent to which migrants can use their 
human capital and other attributes to obtain work.  
As Savickas (2002) argues, measuring the differences in a person’s career attitudes requires 
the passage of time and so the notion of development through time is fundamental to the 
concept of career. This point is supported by Baruch (2004) who points out the 
meaninglessness of envisaging a career journey without taking into account the concept of 
time and Sullivan (1999) who argues against the common non-longitudinal approach to the 
study of careers by stating that “The meaning of one job at one point in time lacks context.” 
(Sullivan 1999:474).  
New concepts of career as “boundaryless’ (Arthur et al, 1989) and self-driven have raised 
awareness that careers involve a series of transitions over time, of varying degrees, 
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experienced in a variety of ways (Dany et al., 2003). Those experiencing such transitions may 
feel “… a sense of renewal and personal growth or, alternatively, a sense of inconsistency 
and even confusion regarding one's own goals and work values ” (Higgins, 2001:595). It is 
this dynamic characteristic of careers which has awakened interest in examining the 
discontinuities (Weick, 1995) occurring in individuals’ careers. By examining the literature 
on career transitions, we may be able to illuminate further the relatively under-researched 
question of how migrants attempt to further or recreate their career in a ‘new’ home country 
(Arnold & Cohen, 2008). 
2.8. CAREER TRANSITIONS 
This concept of change evolving over time played a central role in Louis’ (1980) typology 
and process model of career transitions in which a career transition was defined as  “ … the 
period during which an individual is either changing roles (taking on a different objective 
role) or changing orientation to a role already held (altering a subjective state)“ (Louis, 
1980:330). Reviewing the literature, Louis pointed out the need for research into career 
transitions, from both an objective and a subjective viewpoint.  
Louis’ (1980) research is widely quoted in expatriate studies (Black, Gregersen & 
Mendenhall 1992; Harvey 1997; Hippler 2000; Kulkarni, Lengnick-Hall & Valk, 2010; 
Mendenhall et al, 2008) and its relevance to the ways in which people make sense of novel 
situations is generally acknowledged. Louis’ (1980) transitions framework has been 
acknowledged in a disparate range of transition studies including retirement of medical 
technologists and their transitions into other professions (Blau, 2000); organisational 
commitment among physicians undergoing organisational change (Thompson & van de Ven, 
2002); organisational exit (Ebaugh, 1988); and repatriation of Indian expatriates (Kulkarni, 
Lengnick-Hall & Valk, 2010). Bruce and Scott (1994) tested the validity of Louis’ typology 
across a range of 16 typical transitions, differing in terms of magnitude and desirability, faced 
by US Naval personnel. 
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Louis’ definition addresses not only the objective aspects of career transitions such as the 
posts an individual holds and his or her promotions, but also the changes in individuals’ 
subjectively-held views of career such as shifts in career orientation and altered career 
expectations. It is this subjective element that is of interest here. An analysis of individuals’ 
subjective views of career is a necessary first step in our attempt to understand what 
adjustment patterns people can call on in their attempts to cope with the profound changes 
that career transitions can bring about and how these adjustment patterns affect the 
individuals involved (Stephens, 1994; Thompson and van de Ven, 2002) . 
Louis (1980) identified three constructs at the heart of career transitions: change, contrast, 
and surprise. Changes are differences in the objective features of the new role and setting, 
which are “publicly noticeable and knowable, and are often knowable in advance” (Louis 
1980:331). Contrasts refer to “perceptual products of the individual's experience in the new 
setting and role” (Louis 1980:331). Change, then, relates to an external perspective, whereas 
contrast describes an internal perspective. Unlike the publicly noticeable changes, contrasts 
are personally noticeable. As such, they are specific to the person and depend on his or her 
view of a situation. Thus, two people experiencing the same change may experience different 
contrasts. A further distinction between contrasts and changes is that the former are not 
usually knowable in advance.  
The third construct in Louis’ model is that of surprise.  This represents the differences 
between an individual’s anticipations of future experiences and the actual events. Surprises 
provoke both affective and cognitive reactions. Whereas contrasts involve the ability to 
appreciate subjectively the differences between objective aspects of an old and a new role, 
surprises involve the ability to appreciate subjectively the differences between one’s 
expectations of a new role and one’s subsequent actual experiences. As such, they can be 
either positive or negative, depending on whether one’s expectations are exceeded or fail to 
be met. 
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These three key concepts are core to Louis’ model of career transitions, since: “ … an 
appreciation of the varieties of surprise, contrast, and change attendant to career transitions 
seems essential for understanding and managing transition processes” (Louis, 1980:332).  
Following on from Louis’ (1980) work, a model of adjustment to work role transitions was 
proposed and tested (Nicholson, 1984). Nicholson (1984:173) defined work role transitions 
as: 
 “any change in employment status and any major change in job 
content, including all instances of “status passages” ... forms of 
intra- and interorganizational mobility ... and other changes in 
employment status (e.g. unemployment, retirement, 
reemployment)”.  
Those transitioning from one career to another expose their identity to challenges. Nicholson 
(1984) classifies adjustment to role transition as personal development, which leads to 
changes in one’s values and other identity-related attributes. In those cases in which career 
transitions also involve international relocation, the demands on one’s personal development 
are that much greater. Consequently, we can assume that the act of migration, and the 
subsequent acculturation process can pose a real threat to the migrants’ identities 
(Timotijevic & Breakwell, 2000; Trevena, 2006). Their sense of identity is challenged by the 
skill- and status- underemployment in which they find themselves.  
Drinkwater, Eade & Garapich (2006) found that Polish graduates in London who were 
working in low paid jobs interpreted their social standing with respect to different reference 
points and stratification systems. They often used their UK earnings to increase their Polish 
capital holdings such as property, and therefore their social standing in Poland. In this way 
they were able to differentiate between their temporary social position in the UK and their 
social position in Poland. 
Both domestic transitioners contemplating a career move and expatriates deciding whether to 
accept an overseas assignment expect a lateral or upward transition. However, those who - 
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through choice or desperate necessity - undergo a downward transition face another added 
layer of complexity as they need to come to terms with the differences between their old and 
new status, since status affects both social interaction and self-verification (Stryker & Burke, 
2000; Sargent, 2003; Timotijevic & Breakwell, 2000). 
 In order to address the status gap which occurs as a result of migrants’ acceptance of jobs 
which are not commensurate with their qualifications or experience, we have incorporated the 
related concepts of overeducation and underemployment. 
Although much of the transition literature assumes that transitioners would be moving 
between roles at the same level or from a lower to a higher level, far less attention has been 
directed at researching the impact of a downward career change on individuals.  According to 
Newman (1999:8): 
 " … when academics study occupational mobility, most of the 
energy goes into trying to account for upward mobility …. 
downward mobility [is] … relegated to footnotes or to a few lines in 
statistical tables. Rarely is it treated as a topic in its own right."  
Such research as has been conducted into this aspect of transitions reveals several negative 
aspects on transitioners. Nicholson and West (1988) in their study of male and female 
managers' career changes, found that individuals who experienced a downward status change 
showed "major decrements over time in their psychological adjustment and their ratings of 
work characteristics" (Nicholson & West, 1988:135). Newman (1999) reported that fired 
executives in the USA admitted to having difficulty in discussing their "descent down the 
status ladder" (Newman, 1999:11) with their families and friends. Sargent (2003) argued that 
a downward status change which diminishes job identity would impact both work and career 
related outcomes, leading to a diminished sense of self, and less effective behaviours within 
the role. 
The lack of focus on downward mobility is perhaps understandable, given the fact that 
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domestic transitions are generally upward or lateral, resulting from individuals’ gradually 
enhanced levels of experience and education. However, whereas citizens of a country may be 
able to aspire to upward career mobility, this may very well not be the case for those 
migrating into a foreign country.  For such individuals, occupational mobility will vary in 
accordance with the skills and experience which they bring to their new situation. If these 
skills do not transfer very well to the new setting, there will be an increased risk of a 
downward status move. This will be even more likely if migrants suffer any form of 
discrimination (Rooth & Ekberg, 2006).  
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3. METHODOLOGY 
Remenyi et al (1998) stress the need for researchers to give careful thought to an overall 
research strategy and to state this clearly, pointing out their underlying assumptions. With 
this advice in mind, this chapter details the research process. The chapter begins with an 
overview of the research objectives, and an outline of the theoretical frameworks. Next, the 
relation of the study to previous studies is discussed. This is followed by an analysis of the 
methodology adopted. A discussion on the main issues encountered with the sample, such as 
recruiting interviewees, sampling techniques and the sample's limitations, ensues. The choice 
of in-depth interviews as the research method for this study is examined and details are given 
as to how they were conducted. This is followed by a discussion of the problems encountered 
in interviewing across linguistic and cultural boundaries. Next, attention turns to the data 
analysis procedures adopted. This includes a discussion of the approach taken to transcription 
and an overview of the reasoning behind the adoption of a computer assisted qualitative data 
analysis system (CAQDAS). Finally, ethical considerations are addressed.  
3.1. RESEARCH APPROACH 
The literature on international careers and the wider mobility literature are both marked by a 
positivist, relatively descriptive approach using quantitative methodologies and large-scale 
studies based on questionnaires and statistical analysis (Mendenhall, Beaty & Oddou, 1993). 
Research on migration has commonly been dominated by studies that are based on statistical 
data. Singleton (1999) identified a 'positivist imperative' resulting in migration researchers’ 
ongoing preference for a quantitative approach. Robinson and Carey (2000) summarise 
similar criticisms of migration research within the discipline of Geography.  
However, recent research studies (e.g. Trevena, 2008; Anderson et al, 2006; Eade, 
Drinkwater, & Garapich, 2007), have adopted a qualitative approach to migration research, 
focussing on the migrants' own experiences and interpretation of migration. As Anderson et 
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al (2006) point out in their study of migrant workers in the UK, although research intended to 
influence migration policy generally adopts quantitative methods, research into the impacts 
of migration can benefit from a qualitative approach, since this allows for personal 
experiences, aspirations, feelings and responses - which do not lend themselves easily to 
measurement - to be considered. This viewpoint is reinforced vividly by De Tona (2006:para 
3) when she states that: 
“The qualitative enquiry of the meanings and practices related to 
migration can shed light on its complexities, perhaps even better 
than quantitative approaches alone. In fact, as Austin Bradford 
HILL's most cited quote reminds us "statistics represent people with 
the tears wiped off" (1977) and the tears of migrant people is what 
we often overlook and/or fail to understand.” (Capitals in original) 
This study, then, adopts a qualitative approach in the hope of gaining an insight into the 
phenomenon of skilled migrants working in unskilled jobs from the perspective of the 
migrants themselves. Such an approach is intended to bring to light some of the human 
consequences of migration which may not be apparent from quantitative, statistically based 
studies of migration.  
In that respect, this study aims to build on studies discussed earlier in which emphasis was 
placed on the individual migrants and their motivations. 
3.2. CHOICE OF A QUALITATIVE METHODOLOGY 
“Knowing what you want to find out, at least initially, leads 
inexorably to the question of how you will get that information.” 
(Miles & Huberman, 1994:34) 
A researcher’s choice of research focus or questions reflect basic suppositions based in his or 
her 'Weltanschauung', which in turn reflects his or her paradigmatic affiliation. Guba & 
Lincoln (1994) point out that this worldview and the beliefs that underlie it can be compared 
to religious beliefs, to be accepted simply on faith as their truthfulness cannot be 
unequivocally proven. Guba and Lincoln (1994) describe a researcher’s paradigm or 
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interpretive framework as a net containing his or her ontological, epistemological and 
methodological suppositions. Ontology deals with the researcher's overall conceptualisation 
of the nature of the world, epistemology relates to how knowledge about the world can be 
shared and communicated meaningfully and methodology addresses the question of how we 
gain knowledge of the world (Guba & Lincoln, 1994). 
As this study is based in the constructivist paradigm, it rests on the following paradigmatic 
suppositions: 
The ontology employed in qualitative research and in this study is constructionist, in the 
sense that it concentrates on the perceptions of the migrants involved, rather than on the 
political and economic factors which made their migration possible. The ontological 
supposition is of the social world, not as an external ‘real’ world which determines the lives 
of individuals, but rather a social world to which humans can relate only through socially 
constructed concepts and practices (Neuman, 2006). That is, understanding and acting is 
contextually dependent on the setting in which the understanding and acting takes place. 
Since a social phenomenon such as international labour mobility is considered to be the 
outcome of social interactions, this study aims to understand it by gaining an in-depth 
understanding of the perceptions, or constructions involved in that process. Ontologically this 
study, then, relates not to one world but rather to a multitude of worlds. 
In keeping with the constructivist ontology, an interpretivist epistemology is adopted. This 
means that the way in which phenomena are investigated and the meaning of the findings of 
such investigations are dependent on the context in which the investigations take place. 
Findings cannot therefore be generalised but can be expected to be relevant to audiences 
which relate to that context. An interpretivist epistemology highlights the importance of 
understanding the social world by examining the participants’ interpretations of that world. 
The present study aims to understand how the migrants interpret their migration experiences 
in order to help us to understand the ways in which individuals cope with everyday situations  
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(Shaw & Gould, 2001). 
Since methodological choice is influenced by research objectives (Miles & Huberman, 1994; 
Silverman, 2005; Creswell, 1994) it is necessary to base any discussion of this study's 
methodological choice on the nature of the initial research objectives. The adoption of an 
interpretivist ontology and epistemology calls for a methodology which is attuned to the 
context in which the investigation is set rather than one which aims to distil value-neutral, 
'objectively valid' data.  
This study seeks to explore individuals' experiences of self-initiated migration by focussing 
on the 'lived experiences' of the participants. To this end, a qualitative approach is appropriate 
since it emphasises "exploring the research participants' own situated experiences" (Cassell & 
Symon, 1998:2) and enables the collection of rich and extensive data. 
This is summarised succinctly by  Denzin & Lincoln (1994:2) who state that: 
“Qualitative research involves an interpretive naturalistic approach 
to the world. This means that qualitative researchers study things in 
their natural settings, attempting to make sense of, or to interpret, 
phenomena in terms of the meanings people bring to them.” 
The term 'qualitative' can be applied to a wide range of research methods such as case study, 
personal experience, life story, observation, introspection, documentary analysis and 
interviews. (Denzin & Lincoln, 1994; Creswell, 1994; Miles & Huberman, 1994). 
However, qualitative research of whatever ilk shares several features. The first of these is an 
inductive analysis of data. Whereas deductive analysis employs data to confirm or deny 
ideas, inductive reasoning uses data to generate ideas. Whereas the former is a process of 
hypothesis testing, the latter is one of hypothesis generation.  For the qualitative researcher, 
an interpretive understanding is often made possible only by deconstructing a  phenomenon’s 
meanings.  Rather than impose a pre-existing framework of analytic categories, the 
qualitative researcher discovers the categories in the data (Patton, 2002). 
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The second common feature of  a qualitative approach is a natural setting reflective of 
everyday life. Qualitative research eschews artificial, ‘scientific’ settings but rather strives to 
get as close as possible to the normal world of the participants. Research is therefore 
conducted without any intentional manipulation of the environment. In contrast to an 
experimental approach, qualitative research  strives to understand people’s lived experiences 
(Miles & Huberman, 1994). 
The third common feature is that the researcher serves as the main instrument of data 
collection. Lincoln and Guba (1985) list several features which explain why human beings 
are the "instrument of choice" for naturalistic inquiry. These include a responsiveness to 
environmental cues; an ability to adapt to a situation; the ability to take an holistic view of a 
situation; the possibility of immediate feedback and requests for verification of data; and the 
potential to follow up unexpected responses. These strengths make the researcher the chosen 
instrument in preference to standardized measures such as surveys and questionnaires (Miles 
& Huberman, 1994). 
The fourth common feature is that qualitative research data takes a verbal or visual form 
rather than a numeric one. Data is collected in the form of words or pictures. Emphasis is 
placed on quotations showing how the participants expressed their feelings and views on their 
experiences. Such quotations illustrate and exemplify the data. Other forms of data typically 
used are: field notes, photographs and drawings, audio and video recordings. In qualitative 
research, participants’ narratives are not reduced to numbers as they are in quantitative 
research (Creswell, 1998). 
Finally, qualitative research methods are well suited to research that is exploratory and are 
consistent with an emphasis on participants' perspectives (Marshall & Rossman, 2006). In 
contrast with a quantitative approach, in which data is fed into preconceived categories which 
have been derived from pre-existing theories, emphasis is placed on thoroughly describing 
participants’ experiences and on identifying features that will aid development of theory and 
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inform future research (Patton, 1990). 
Qualitative methods have been criticised on several grounds. One common criticism argues 
that the dependence of qualitative studies on small samples restricts the scope of the findings, 
making it incapable of generalising conclusions since the data is often limited to a very 
specific situation in terms of sample and location. (Yin, 1994). Critics also point to a lack of 
transparency in establishing on what grounds qualitative researchers reach specific 
conclusions (Bryman, 2004). In contrast, quantitative researchers emphasise the importance 
of reliable, representative data and place a high value on the possibility of replicating studies. 
They also accuse qualitative researchers of an overdependence on subjectivity - a danger 
avoided in quantitative studies by analysis of variables which lend themselves to numerical 
measurement (Bryman, 2004). 
In its defence, advocates of qualitative research argue that a major strength is its ability to 
penetrate the experiential social worlds of intentional, self-directing actors, whether through 
the spoken or written word (Strauss & Corbin, 1990). To this end, the sample size is not of 
prime importance. Indeed, as Collis and Hussey (2003:56)  point out: ‘…it is possible to 
conduct such research with a sample of one.’ To some extent, the small sample size can be 
offset, as Silverman argues, by soundness of the theoretical approach backed up by purposive 
sampling and triangulation (Silverman, 2005). 
A large sample in this study would make it more difficult for the researcher to adequately 
analyse the data. As Johnson and Harris  (2002:111) point out: 
“Undertaking qualitative research carries a health warning that 
should be taken seriously before commencing a project of any kind: 
data overload. The amount of words a researcher can end up having 
to interpret can accumulate at a worrying rate. For instance, for 
every hour of taped interview, one can expect to spend 
approximately another 10 hours working on it.”  
A further criticism is the observation that the views of the author will inevitably find their 
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way into the study (Cohen and Mallon, 2001). As mentioned in the Introduction, my interest 
in the research topic of this study was influenced to some extent by my own experiences. 
This is not unusual. Marshall & Rossman (2006:29) provide several examples of how a 
biographical element can drive a study. Though positive in the impetus it lends to the 
researcher, personal experience of a topic can, however, present him or her with a challenge 
since it may lead to bias (Miles & Huberman, 1994; Musson, 1998; Denzin, 1989).  
An awareness of the distinction between my “expat self” and my “researcher self”  would be 
useful for me to analyse my own personal interest and the implicit and explicit values 
underlying it. Insofar as possible, I intended to put aside any pre-existing experiences and 
theories. I hoped, however, that prior assumptions had been to some extent offset by the 
process of conceptualising and focusing that I had undertaken. 
3.3. SAMPLING STRATEGY 
Marshall and Rossman (2006) point out the need to select samples, given the impossibility of 
studying all relevant individuals. They make a distinction between research that is site 
specific because it examines a population within a specific setting and one that focuses on a 
population that can be  studied in several settings. In the present study, I felt that participants 
should be drawn from a wide variety of settings. Being aware that a large number of recent 
studies (e.g. Currie, 2006; Drinkwater, Eade & Garapich, 2006; Trevena, 2010) focussed on 
Polish migrants, and that Poles formed the largest group of migrant workers in the UK 
(Dickinson et al, 2008), I was at first tempted to restrict the study to Polish nationals. 
However, I decided against this for three principal reasons.  
Firstly, the very fact that so much attention had been devoted in recent studies to Polish 
migrants, (and, concomitantly, less attention had been devoted to other A8 migrants) sparked 
my interest in the non-Polish groups. Secondly, I lacked an in depth understanding of 
contemporary Polish society. Since many of the studies of Poles in the UK drew heavily on 
such home country background, I felt that I was less able to add to knowledge in this area. 
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Thirdly, my main interest was in examining how people who were overqualified for the jobs 
they were doing in the UK coped with their skill-related and status-related underemployment. 
This situation of overeducation cuts across nationalities and I could see no reason to exclude  
suitable potential participants simply on the basis of their nationality. 
Having decided the criteria for selection, I then needed to decide how I would go about 
choosing and recruiting participants. As I was using an interpretivist approach, I was not 
concerned with selecting a random sample but chose instead to obtain a purposive or 
judgement sample (Remenyi et al., 1998) which, whilst not statistically representative of the 
larger population, would allow me to interview individuals whose backgrounds and 
experience were such as to provide useful insights and “… illuminate the questions under 
study” (Patton, 1990:169).  
In addition to the criteria mentioned above, participants were also expected to have a good 
command of spoken English so that they could be interviewed in this language. Since I was 
intending to interview people with several mother tongues between them, it was unrealistic to 
attempt to include migrants with little or no English. To do so would have required me to use 
interpreters, which was problematical from a methodological viewpoint and beyond my 
resources. 
In an attempt to make contact with migrant communities in the UK, I initially sent letters to 
companies, trade unions, migrant organisations and cultural centres. I also visited the 
Loughborough Polish social club and obtained permission to post advertisements for 
volunteers on the notice board there. Similar advertisements were posted in Internet forums 
frequented by migrant workers. I contacted a number of community associations throughout 
the country, including the Lithuanian association in Birmingham. I also took advantage of a 
free translation service kindly offered me by an online contact. Although I was seeking only 
those who were fluent enough in English to be able to be interviewed in that language, I 
hoped that by advertising in the migrants’ own languages, this might help my advertisement 
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to be brought to the attention of suitable potential interviewees by their fellow countrymen.  
A snowball method was used to gain access to participants. The process of snowballing, or 
‘chain referral’, involves obtaining suitable respondents by successively asking each to 
nominate others as potential informants (Seidel & Kelle, 1995; Biernacki & Waldorf, 1981). 
As a technique it is most productive when suitable members are readily identifiable and know 
others who fit the required criteria. It is relatively common in migration studies, particularly 
in those with a more qualitative approach, together with the use of church groups, social 
organisations, or other defined groups, and a focus on areas of high out-migration (Fawcett & 
Arnold, 1987; Mckenzie & Mistiaen, 2009). Indeed, Zulauf  (1999:168)  in her study of 
obstacles faced by intra-EU professional migrants concluded that “Snowballing would seem 
to afford the best methodological choice for a study on EU migration.” A further reason for 
adopting a snowballing approach was its usefulness in cases in which the potential subjects of 
the research are wary of the researcher's intentions (Arber, 1993). 
The weakness of this approach is that the resulting sample may have distinctive 
characteristics that should be taken into account (Biernacki  & Waldorf, 1981). The sample of 
respondents could include only a connected network of individuals; thus there is bias in that 
the sample includes nobody without links to the other interviewees. This was especially 
pertinent at a very early stage of the research, when a particularly helpful Polish respondent 
recruited almost half a dozen potential Polish male interviewees, all of whom worked 
together and shared accommodation. Though I was buoyed by the ease with which 
interviewees could be found, I decided to politely refuse in order to avoid such a bias in my 
sample. 
Instead, I redoubled my efforts to ensure that the respondents interviewed were based in a 
variety of different regions in order to introduce differences in the availability of services for 
migrants and the nature of local employment markets. I was fortunate to be granted access to 
employees of the Trade and General Worker’s Union in West Bromwich, and to migrant 
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workers in Spalding through the local council. As a result of Internet appeals, I was able to 
conduct further interviews in Boston, Northampton, Manchester, Leicester and Birmingham. 
This decision not to restrict myself to the local area also resulted in a mixture of nationalities, 
which, as mentioned above, was something I was hoping to achieve. 
The interviewees came from a number of different countries, had a range of skills and 
qualifications (not all of which were necessarily degree qualifications), were residing in 
several different cities in the UK, and had been in the UK for varying amounts of time. Of the 
19 interviewees, 11 were female and 8 male. Nine were Polish, three Brazilian, two Latvian, 
two Lithuanian, one French, one Iranian and one Portuguese. It is important to note that the 
Brazilians had dual nationality (two were Italian passport holders and one Portuguese) and 
had entered the UK accordingly, thus benefitting from the freedom of movement granted to 
EU nationals. This freedom also applied to the Iranian, who gained Dutch citizenship after 
being granted political asylum in the Netherlands. The sample included ten interviewees who 
had married prior to arrival in the UK, (including two married couples interviewed together)  
and seven single interviewees. Of the remaining two interviewees, one had a long-term 
partner she had met in the  UK and the other had married his male partner in a civil 
partnership in the UK . 
3.4. DATA COLLECTION THROUGH INTERVIEWS 
At the beginning of the study, a choice had to be made as to the instrument to be used to 
collect data. Of the several instruments available, it was felt that in-depth interviews would 
be of most use in generating ‘rich’ data. The decision to interview was made in order to best: 
 “…probe deeply to uncover new clues, open up new dimensions of 
a problem and to secure vivid, accurate inclusive accounts that are 
based on personal experience.” (Burgess, 1982) quoted in Easterby-
Smith et al (2002:86) . 
Before specifying the form that these interviews would take, it is important to justify the 
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decision to use interviews rather than other methods of data collection.  
I rejected the idea of using a questionnaire in place of an interview because questionnaires are 
not as effective as interviews in eliciting respondents’ reasons for their actions. The use of a 
questionnaire runs the risk that :”You only get the answers to the questions that you ask.” 
(Johnson & Harris, 2002:102). An additional reason for rejecting the use of a questionnaire 
was that the advantages that a questionnaire provides when conducting large scale research 
over a wide geographical area were not relevant here, given the small sample. 
However, I did consider the use of questionnaires translated into the most frequent languages 
spoken by migrant workers in the UK, since this may have increased the numbers of 
respondents by making it possible for those whose spoken English was weak and so who 
were unable to be interviewed in English, to take part. (The question of language ability is 
discussed in Chapter 4). However, since this study was essentially a single-researcher PhD 
project, there were time and resource constraints, which impacted on the freedom with which 
I could adopt the “best” method (Hannabuss, 1996) . 
The first and most important reason for choosing to interview was that I felt that interviews 
were an effective method of addressing my research objectives. As Patton points out 
(2002:21) they provide “ … a framework within which  people can respond in a way that 
represents accurately and thoroughly their views”. This clearly resonates with my research 
objectives.  
Another reason was that the interview is a well understood method which “…has its natural 
basis in human conversation” (Hannabuss, 1996:22). I felt that it would be less threatening to 
both the interviewees and myself. Additionally, I would have the opportunity to explain or 
help clarify questions. This would help to increase the likelihood of useful responses and is 
especially relevant given the language problems that the interviewees would face. I felt very 
confident in my ability to put abstract meanings across to the interviewees, given my many 
years’ experience in teaching English as a Foreign Language. 
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The qualitative research methods literature distinguishes between three major types of 
interviews - unstructured, semi-structured, and structured interviews. An unstructured 
interview consists of spontaneously generated questions, with a naturally flowing interaction 
between the interviewee(s) and the interviewer. The interview is carried out without the use 
of pre-written questions. In a semi-structured interview, the researcher prepares a number of 
in-depth questions, but may vary the order in which these questions are put to the 
interviewee(s). In the final category, the structured interview, pre-specified questions are 
asked in an unvarying, specified order. 
The main research focus of this study is to encourage migrant workers to talk about their 
experiences of living and working in the United Kingdom. To this end, I decided to conduct 
semi-structured interviews in order to allow a greater flow to the discussion, by permitting 
interviewees to develop a topic as and when they chose rather than in a specific order. In 
addition, it was felt that this structure would make it possible for interviewees to broach 
topics that had not been anticipated when drafting the interview schedule. My aim was to 
allow interviewees to talk freely about their experiences, but also to ensure that they were 
given the opportunity to respond to questions on all relevant aspects during the interview. I 
felt that such a structure would allow "… the researcher to adjust the pace and style of asking 
questions so as to bring out the best in the respondents" (Hannabuss, 1996:22) . 
Patton (2002) defines an interview guide as a list of questions to be explored in an interview 
which aims to ensure that the same information is obtained from different respondents. The 
interview guide used in the present study (see Appendix 2) consists of a list of questions in 
groups around topics such as personal background, family, reasons for coming to the UK, 
jobs, and plans. Whilst these formed a more or less logical flow, it was often the case that an 
interviewee’s answer to an early question might lead on naturally to a discussion of one of 
the later topics. As the questions were open-ended, the interviewees were discussing their 
experiences and opinions, and there was inevitably an overlap between topics and questions. 
 79 
For example, when asked about their family, some interviewees stated that they had come to 
the UK in order for their children to have a better education. The conversation would then 
ebb and flow between the group of questions on their family and that on their reasons for 
coming. This variety was indicative of the semi-structured nature of the interviews. 
Prior to commencing the actual research interviews, I conducted two pilot interviews  with 
international students studying at the University. These individuals did not meet the criteria 
for the study (i.e. although they were working in part time menial jobs, they did not regard 
their role in these as their dominant identity as the jobs were merely a support mechanism to 
finance their studies) . However, both were not native speakers and were able to provide 
interesting feedback on both the composition and wording of the interview questions. 
Most of the research interviews were carried out on a one-to-one basis (on two occasions 
couples were interviewed together – partly due to time constraints but also as a result of one 
partner being more fluent in English and able to help the other partner to express his or her 
ideas more effectively). The length of the interviews ranged from 40 minutes to two and a 
quarter hours. 
Four interviews were conducted in the workplace (TGWU office in West Bromwich) with the 
kind assistance of the union organisers. On some occasions, the interviewees invited me into 
their homes, on others we met in cafes or found an unoccupied room on campus. With the 
respondents' consent, the interviews were recorded on an iPod equipped with a microphone to 
enable digital recordings to be made for later transcription. I was aware that participants 
might be inhibited by the recorder (Seidman, 2006; Bryman, 2004). Whilst this did not 
generally seem to be the case, one participant did express some fear that I might pass on to 
the authorities her frank admission that she was working illegally and needed quite a bit of 
assurance that this was not the case. However, several other interviewees confided in me that 
they were working a second job without being registered for National Insurance, or that they 
were not paying income tax without any visible concern about the potential misuse of the 
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recording. More subtle was the way in which interviewees eyed the microphone when they 
were struggling with the language, giving me the impression that its presence was adding to 
the not inconsiderable demands of maintaining a prolonged interview in a foreign language. 
Despite these misgivings, I felt that there was generally a good rapport with the interviewees. 
The initial introduction and small talk phase of the research interview (Mellon, 1990) was 
useful in helping to get the interviewees to talk freely. I found that revealing a little of my 
own expatriate history helped to put them at ease and to understand why I was interested in 
their experiences.  
3.4.1. THE INTERVIEW DYNAMIC 
“The conversation in a research interview is not the reciprocal 
interaction of two equal partners. There is a definite asymmetry of 
power…”. (Kvale, 1996:126) . 
In interview-based research in studies such as this, it is crucial to recognise the interactive 
dimensions of interviewing. The relationship between interviewer and respondent(s) brings to 
the fore issues of mutual disclosure, and interviewer power.  (Seidman, 2006; Brinkmann & 
Kvale, 2005). The interactive nature of interviews clearly affects what knowledge is gained: 
“Each interview context is one of interaction and relation; the result is as much a product of 
this social dynamic as it is a product of accurate accounts and replies" (Fontana & Prokos, 
2007:12) . 
As the party asking the respondent to divulge information, often sensitive information, the 
interviewer takes on a position of power (Oakley, 1981; Lee, 1993). Conversely, the 
respondent, by being expected to speak freely about personal matters, is in a vulnerable 
position.  
Interviewees from a different ethnic background may feel even more vulnerable, since 
additional factors, such as culture and linguistic ability, come into play and have a bearing on 
this relationship. There is also the danger of interviewees feeling a need to give ‘socially 
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desirable’ responses in order to please the researcher. 
However, it is not just the interviewee who is affected. Hantrais (2007:13) warns of the 
danger of researchers seeking “… to analyse practices in different cultural settings through 
their own (inappropriate) cultural lens.” (parentheses in original). Because of this, implicit 
assumptions may direct the researcher's attention away from certain aspects.  
However, interviews are essentially linguistic in nature as both questions and responses are 
contextually grounded and jointly constructed (Holstein & Gubrium, 1995), and 
consequently, language issues are clearly a prime factor in ensuring effective interviews. 
Since the interviewer and the interviewees had different mother tongues, the choice of 
interview language would have a major impact. This aspect of interviewing non-native 
speakers is often ignored: 
“Much of the huge amount of research 'on' minority ethnic 
communities in Britain, particularly the 'grey' literature, is written 
without any reference to language issues. Results are presented as if 
interviewees were fluent English speakers or as if the language they 
used is irrelevant.” (Temple & Young, 2004:163) 
Welch and Piekkari (2006) found that several non-native speaker interviewees insisted on 
using English out of pride, and felt insulted when the interviewer offered them the chance to 
switch back to their native language. Several of the interviewees in my study were motivated 
by the fact that the interview was in English and looked on it as a chance to practice 
conversing in English. As a trained and experienced teacher of English as a Foreign 
Language, I felt that I had the skills necessary to help them to manage to express themselves 
confidently and effectively. 
Denscombe (2007:148) points out that “a concern with ethics is not an option – it is a 
fundamental feature of all good research.”. This study was approved by the Loughborough 
University Ethics Committee and has been conducted according to their guidelines. 
Participation in the study was on a strictly voluntary basis. Participants in the research were 
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given a description of the research and its aims (see Appendix 3) They were also asked to 
read and complete a consent form (see Appendix 4).  No participant is identified by name and 
care has been taken to present information so that individuals are not identifiable. All 
participants were fully able to withdraw from the project, and to withdraw any information 
previously provided, at any stage.  The transcription of the recordings of the interviews was 
carried out by the researcher in order to maintain confidentiality. In addition, interviewees 
were offered the chance to comment on the transcripts of their interviews. 
3.5. ANALYSING QUALITATIVE DATA  
The analysis of qualitative data is usually perceived as a demanding task (Miles, 1979; Dey, 
1993) and the lack of “established and widely accepted rules for analysis of qualitative data” 
(Bryman, 2004:399) demand interpretation and creativity on the part of the researcher. 
Conducted properly, qualitative analysis is systematic and rigorous and not “… anecdotal, 
unreflective, descriptive without being focused on a coherent line of inquiry"  (Fielding, 
1993:169). 
Transcription and analysis can be seen as concurrent rather than sequential activities  
(Silverman, 2005). Bryman (2004) cites Lofland and Lofland’s (1995) advice not to leave the 
analysis of qualitative data until after the interviewing and transcribing is all done. According 
to Bryman (2004),  not only does this present the researcher with a huge amount of 
unanalysed data, but, more importantly, early analysis heightens the researcher’s awareness 
of  emerging themes which he or she had not included in the original interview agenda but 
which participants themselves have raised as being of relevance.  
I had been prepared from my reading on qualitative analysis methods to find the transcription 
process both time-consuming and tedious (Bryman, 2004; Silverman, 2005)  and this 
certainly proved to be the case. Despite the tedium and immense input of time, I did feel that 
the act of transcription was necessary in order for me to get much closer to and engaged with 
the data. To save time and because some of the interview data seemed to be ‘not terribly 
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illuminating” (Bryman, 2004:332), I was tempted to transcribe only those parts of the tape 
directly relevant to the research questions.  
I decided, however, not to succumb to the desire for such selective transcription (Ochs, 
1979). I felt that the time which would have been saved was not sufficient reward to offset 
the risk of omitting data whose relevance was not immediately significant. Transcribing 
everything verbatim had the definite advantage of  making me extremely familiar with the 
data and allowed me to reflect more deeply on what might or might not be relevant. It 
heightened my awareness of subtle differences and similarities between different 
participants‘ accounts, which I may otherwise have overlooked. 
An example of data which I initially felt to be superfluous to my research occurred at the 
beginning of Juri’s interview. He spent the first six and a half minutes of the interview 
explaining the history of his region, which, being on the border of the Czech Republic and 
Poland, had been subject to much political and military attention from both countries. Juri’s 
lengthy historical account was, however, extremely relevant to his self-concept and so highly 
relevant to my research. The relevance only became clear when he went on to explain that the 
Polish inhabitants within the Czech-governed area in which he grew up were allowed to 
attend Polish medium schools. He had clearly identified himself as Polish, by writing on the 
pre-interview Demographic Data Form under ‘Nationality’: “Czech (meaning the place of 
living - Czech Republic) but I am Polish.” He had then felt the need to expand on and explain 
that comment. Had I not transcribed the first six and a half minutes of his interview, I might 
not have realised how important the issue of his nationality was to him and how this later 
came to subtly colour his opinions of other Poles and Czechs in the UK. 
The disadvantage of having opted for verbatim transcription was the sheer amount of data 
that it generated. Many interviews took up over 40 pages. As I felt overwhelmed by the 
magnitude of the task I faced, and as I had read some positive reports about the advantages of 
computer-based qualitative analysis systems (CAQDAS) over manual methods of analysis 
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(Carvajal, 2002; Weitzman & Miles, 1995; Richards & Richards, 1991) I  decided to adopt 
such a system. However, I became aware that several criticisms have been made about the 
use of CAQDAS (MacMillan & Koening, 2004; Roberts, 2002; Thompson, 2002; Fielding & 
Lee, 1991) and I was concerned that I should be able to justify this decision. 
Given my long-held fascination with computers and software, it was important to remind 
myself that computers do not and cannot analyse qualitative data but simply function as a tool 
for the researcher. I was mindful of Staller’s (2002:475) advice that “Software will never 
substitute for a research question, project design, interpretation, or thoughtful reporting.” I 
was also keen to heed Ford et al’s (2000) warning of the need to keep in mind possible 
unintended methodological impacts which might arise because of the use of computers in 
qualitative research. I wanted to be sure that the system I chose would simplify, rather than 
complicate, the analysis of the vast volume of data and, crucially, that it would enable me to 
address my research objectives, rather than divert me from them.  
Although there are considerable benefits in using CAQDAS, it is important to be aware of its 
potential disadvantages and limitations. Fielding and Lee (1991:8) warn that users may 
produce “banal, unedifying and off-target analysis.” MacMillan and Koening (2004:180) 
warn that users may be so impressed by the ‘wow factor’ that they fail to appreciate the 
difference between using the software and the methodology of data analysis. They also echo 
Thompson’s (2002) warning that the time and difficulty involved in coming to grips with the 
program is often more than anticipated. Their review of the CAQDAS literature revealed a 
tendency for over-evangelical reviews of software programs which do not necessarily point 
out such limitations. 
When using CAQDAS to analyse qualitative data, a common criticism is that coding may 
become a routine procedure which can stifle a more emergent process of analysis (Coffey, 
Holbrook & Atkinson 1996). More specifically, since using a CAQDAS means working with 
coded material, the researcher faces two potential dangers. Firstly, over-concentration on the 
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codes can lead the researcher into decontextualising the raw data as the coded phrases 
become separated from the original context (Seidel & Kelle, 1995; Dey, 1993; Lonkila, 
1995). Secondly, once segments of text are grouped in a code, it is important to 
recontextualise them so as to avoid the danger of interpreting the segments more in relation to 
other segments with the same code rather than with respect to their position in the original 
text (Tesch, 1990).  
However, the sophistication of more recent systems alleviates many of the potential 
problems. For example, the CAQDAS used in this study made it very easy to alternate 
between the original transcript and the coded data.  
Having been interested for some years in CAQDAS programs, I was most familiar with the 
NVivo program, since this had been in use in my previous place of employment. However, 
given the rapid rate of change in the software industry, I did not want to choose a program 
without first looking into alternatives. After some research (Lewins and Silver (2007) provide 
a comparison of programs), I decided not to adopt NVivo but instead to use 
HyperRESEARCH.  
The main features of HyperRESEARCH are that it aids with the coding of text and 
multimedia, the retrieval of coded text and grouping of coded segments, the statistical 
analysis of frequency of code occurrence, the testing of propositions by use of Boolean 
searches on a code or codes, and the testing of hypotheses through the use of artificial 
intelligence (Smith & Hesse-Biber, 1996). This latter feature is one of the most vaunted  
aspects of the program, but one which I did not make full use of as explained below. 
I was influenced in my decision to choose HyperRESEARCH partly by MacMillan’s (2005) 
comment that “NVivo is clumsier, more difficult, and therefore more time consuming for the 
novice user”, and the fact that the program would not run on the Macintosh platform. 
HyperRESEARCH, unlike the latest version of NVivo, supports the Macintosh platform. For 
a long-time Macintosh user such as myself this was an important consideration and avoided 
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the need for me to purchase new hardware. 
Of course, this was not the only criterion in this decision. Weitzman and Miles (1995) and 
Miles and Huberman (1994) pose a number of questions to aid in the choice of a CAQDAS. I 
found it invaluable to address these questions when selecting a CAQDAS.  
Although I decided to use the HyperRESEARCH program, I was willing to keep an open 
mind as to its suitability for my needs. Lee and Fielding (1995:36) coined the term ‘expedient 
cessation' for the abandonment of a CAQDAS in favour of another approach, often in order 
to save the time required for mastering the CAQDAS. Although I did not seriously entertain 
the idea of conducting a manual analysis instead of using  HyperRESEARCH, I was 
conscious of the need to concentrate my time and energy on the analysis and interpretation of 
my data rather than on learning to use the program.  
Although I was perfectly at ease coding my data, after finishing the coding process I decided 
not to use the noding capabilities of the program to construct hierarchical node trees as it 
seemed cumbersome to me and I was investing too much time in learning the interface. 
Instead, I used a dedicated mindmap software program – ConceptDraw Mindmap - with 
which I was very familiar, to group the codes graphically in a lateral, rather than hierarchical 
form. 
Coding has been defined as a “procedure that desegregates the data, breaks it down into 
manageable segments and identifies or names those segments’ (Schwandt, 1997: 16). This 
process has been described as tedious  (Lee & Fielding, 1995),  and I was at first tempted to 
use HyperRESEARCH's "autocode feature" to automatically search for a word or phrase and 
assign every occurrence to a particular code. Despite the potential time savings this would 
have brought about, I decided against using it since I felt that it would not be able to identify 
subtle differences in wording and that only a detailed in-depth examination of the interviews 
would enable me to code with confidence. 
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Staller (2002) points out two major dangers of coding in a CAQDAS program such as 
HyperRESEARCH. Firstly, when applying a code (by dragging the mouse over text) it is 
difficult to know how much to include in the code and where the boundaries between the 
codes are. I was initially confused as to how small the coded segments should be. The need to 
preserve some of the context resulted in some quite lengthy segments of text for a given code. 
This length made the context clearer but also often meant that parallel coding (King, 1998) 
was enforced, with other codes nested within the segments. 
Secondly, a decision needs to be made as to the degree of breadth to incorporate in the coding 
process. Staller (2002) highlights disagreement between researchers using CAQDAS 
programs as to whether to highlight every occurrence of an item or whether to give the same 
category label to all the items. For example, I began by coding narrowly, assigning codes 
such as ‘came because needed money’, ‘came to visit sister’, ‘came to study’, ’came for 
children’s education’ among others. I was soon faced with a great many codes which were 
only used once and others which were obviously intended to describe much the same thing.  
In order to avoid becoming overwhelmed by the long list of codes, I had to merge codes 
which were clearly referring to very closely related concepts and to rid myself of a 
surprisingly large number of codes with only one use. In order to merge codes effectively, an 
iterative approach was adopted (Seidel & Kelle, 1995) in which I would go back over 
previously coded interviews to see if new codes from later interviews could replace earlier 
codes of a similar nature. This approach demanded a great deal of time but it enabled me to 
become very familiar with the interviews, recognising similarities and differences between 
interviewees’ accounts. 
3.5.1. MY REFLECTIONS ON THE USE OF CAQDAS 
I was aware at all times of the need to subdue my natural and long held fascination with 
software to the benefit of the main research tasks at hand.  
I found the interface allowed me to handle the material on its own terms (Denzin, 1989) by 
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isolating and interpreting key phrases in an intensive and informed way.  I found 
HyperRESEARCH of great benefit in locating suitable words and phrases for coding and it is 
hard to imagine that I could have completed this process manually as effectively and quickly. 
I found the ability to rapidly call up the underlying text behind a code to be very useful. The 
ease with which coding could be carried out made me feel closer to my data and able to 
engage with the texts. However, somewhat paradoxically, the ease of coding was also the 
greatest drawback, resulting in consternation at the existence of almost 800 codes from the 
first 13 interviews. The ease and flexibility which the software lent to the coding process 
posed the danger of encouraging the creation of a vast number of codes, which would lead to 
a blurring of the overall picture  (Roberts & Wilson 2002). Moreover, the ease of coding 
could also tempt researchers to confuse coding with analysis and neglect the interpretation 
process (Coffey, Holbrook & Atkinson, 1996; Lonkila, 1995).  
Once I had my list of codes (reduced from around 800 to around 200) I needed to be able to 
order and interrelate them, so that, for example the disparate list of codes above - ‘came 
because needed money’, ‘came to visit sister’, ‘came to study’, ’came for children’s 
education’  - could be regrouped into a major theme “Reasons for Coming” and a number of 
sub themes such as ‘financial’, ‘family’, ‘education’ and so on. It was at this point, when 
attempting to regroup the codes into such themes that I felt let down by the program’s 
interface. 
Although HyperRESEARCH contains a Code Map Editor, which allows researchers to 
visually represent codes and the relationships between them or to “group codes visually by 
theme” (HyperRESEARCH Help file), I felt constrained by the interface  which was very 
mouse-centric and felt somewhat ‘clunky’.  I was able quite quickly and easily to produce 
code maps such as those shown below. 
 89 
 
Figure 2 Code Map created in HyperRESEARCH 
However, despite being able to add an image and to show the relationships graphically, I was 
rather disappointed by the Code Map tool. At this point, I briefly explored demos of other 
CAQDAS programs and found this aspect of their interface to be more user-friendly and 
feature-rich. However, I decided against  adopting one of these given the difficulties of 
importing the HyperRESEARCH code and internal markup files. Instead, I decided in favour 
of ‘expedient cessation' (Lee and Fielding, 1995: 36), telling myself that the task I was 
undertaking - to visually represent my codes and the underlying relationships between them - 
was no different whether it was conducted within HyperRESEARCH or by means of a 
different tool. I instead employed a mindmapping program – ConceptDraw MINDMAP - 
with which I was very familiar, to combine the code maps made in HyperRESEARCH into 
more meaningful and aesthetically pleasing maps as in the example below. 
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Figure 3 Code Map produced in ConceptDraw Mindmap 
A visual representation of the relationships between codes - known as concept mapping - is a 
common method of qualitative data analysis. Its strength lies in the possibility it offers the 
researcher to visualise relationships linking codes and themes by means of a visual model  
(Rubin & Babbie, 2005). It is not dependent on the use of HyperRESEARCH or indeed any 
other CAQDAS package (Butler-Kisber & Poldma, 2009). 
Indeed, Daley (2004:3) points out that one potential use of concept mapping is to supplement 
a category or coding system  in qualitative research in conjunction with  CAQDAS programs. 
I therefore felt justified in not feeling bound to use the tool provided in HyperRESEARCH to 
create my visual maps.  
Other reasons for using a different tool to create these maps was that I wanted to use graphic 
devices as aide-memoirs to help me to better visualise the data and contextualise it (Denzin, 
& Lincoln, 1994) and I wanted to be able to attach actual quotations from the  interviews to 
the maps in order to make presentation of the findings more meaningful for readers. (Daley, 
2004) 
For these reasons, I decided to abandon HyperRESEARCH after the coding process was 
complete in favour of a mindmapping software with which I was very familiar.  However, 
just as I was wary of allowing myself to introduce possibly unintended methodological 
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effects simply because I had used a CAQDAS program, I was also aware of the dangers of 
using a mindmapping program. The sophistication this offered was such that it allowed for 
several aesthetic enhancements to occur and the danger here was that enhancements to the 
aesthetical appeal of the final version might have inadvertently affected the message (Butler-
Kisber & Poldma, 2009). 
This arrangement of tasks – coding in HyperRESEARCH and organising the codes in 
ConceptDraw Mindmap – worked well for me. It enabled me to avoid a further danger, that 
of treating the map as an independent means of analysis and ignoring or forgetting the 
relationship of the visual representation to the original verbal text (Butler-Kisber & Poldma, 
2009)  since HyperRESEARCH made it easy to retrieve the codes in their original context. 
3.6. THE INTERVIEWEES 
Before examining the Findings, it is necessary to provide a few biographical details about the 
interviewees, in order to provide the reader with as complete a picture as possible. There was 
a wide range of ages, nationalities, locations and backgrounds within the sample. 
Interviewees also differed in the length of time they had spent in the UK prior to interview, 
and the number of times they had visited the UK.) 
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Figure 4 Interviewee Background 
 
As was pointed out earlier this sample was not intended to be representative of the migrant 
population in the UK.  Although recent studies  ( e.g. Garapich, 2008; Currie, 2006; Trevena, 
2006; Drinkwater, Eade & Garapich, 2006) have concentrated on A8 migrants and in many 
cases migrants from a specific A8 country, this study included interviewees from a 
multiplicity of nationalities and included six citizens of countries who were members of the 
European Union before the accession of the A8 countries in 2004. Unlike many studies which 
have been carried out with a specific interest in the A8 region and its people, this study’s 
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principal focus was on the effect of skill- and status- underemployment on migrant workers, 
whether they be from the EU 15 or the A8 countries. It should also be noted that four of the 
six EU 15 citizens had a previous or a concurrent non-EU nationality and so might not have 
been considered in some other studies. The breakdown by age and by gender is also not 
intended to reflect any body of migrants in the UK. Rather, the sample was chosen to include 
a wide range of different types of interviewee. 
A detailed biographical sketch of each interviewee is provided in Appendix  1. However, for 
ease of reference, the core data for each interviewee are listed below. This shows each 
interviewee’s job at the time of the interviews, which, in the vast majority of cases, were 
clearly not commensurate with their background and qualifications.  
Ten of the interviewees were overqualified for the blue collar jobs they held with seven 
working in factory or warehouse positions; two in the catering services industry and one as a 
school caretaker.  
The remaining nine had white collar jobs. Of these, five were overqualified. Two worked as 
Trade Union organisers but had previously worked in more specialised professions. One was 
a doctor working in a care home and another a cartographer / teacher working as a teaching 
assistant. One was a vet working in an office. 
The four remaining interviewees held positions which were somewhat closer to their previous 
professions. One had recently been promoted to an administrative position not too far below 
her previous work; one had found a secure job with the Police which partly utilised his IT 
skills; one had a job with the local council as a Migrant Officer, and one had gone from 
teaching to being a self-employed businessman. However, each of them had been here for at 
least two years and had taken on a variety of menial jobs before taking on their present job. It 
is hoped that an analysis of their experiences before they obtained such jobs will help to shed 
light on the experiences of all the interviewees. However, their relative success in finding  
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more suitable work over time may or may not be emulated by the more recent arrivals in the 
study.  
Table 1 Overview of Interviewees 
Name Background Time in 
UK 
UK Job Description 
Andrzej   31-35 
M 
Single 
Polish 
Veterinary 
Surgeon BSc in 
Veterinary 
Medicine 
21 m Factory 
worker 
Loughborou
gh 
Came to the UK to repay a debt. Arrived without 
a job and with very little English. Found a job 
working with animals in a lab. Fired from this job 
on a technicality Unable to find a job in a 
veterinary clinic. Worked in factories and as a 
security guard. Had planned to stay two years but 
was leaving to take up job offer as vet on a farm 
in Poland. 
Brigita    51-55 
F 
Married Three 
children 
(23,20,15) 
Lithuanian 
Doctor 
Degree in 
Medicine 
1.5 y Care Worker 
Stafford 
Wanted to practice medicine in the UK. An 
agency in Lithuania placed her in a care home in 
Stafford. Soon joined by husband and two 
youngest children. Was on a program for health 
professionals at University. Hoped to work for the 
NHS. Felt highly motivated to stay in the UK for 
the children's education. Hopeful of finding more 
suitable employment. Planned to stay in the UK 
for at least another five years. 
 
Cecylja    31-35 
F 
Single 
Polish 
Pedagogy 
3 years on BA 
Course in 
Pedagogy 
2.5 y Catering 
Assistant 
Leicester 
Came to the UK to earn more money, but also to 
improve her English. Found work in a warehouse 
through an agency in Poland. A year later, she 
obtained a permanent job in a works canteen. The 
fixed hours of work and regular income enabled 
her to take English lessons. Was contemplating 
returning to Poland in the next two or three years. 
Worried that remaining in this job for too long 
would make her ineligible for more suitable jobs 
in the future. 
Celine     36-40 
F 
Married 
(common law) 
French 
Cartographer 
Master’s Degree 
in Geography & 
Cartography 
PGCE 
15 y Teaching 
Assistant 
Derby 
Came to the UK as an au-pair after finishing her 
Master's degree. Eighteen months later she found 
a job as a cartographer. Made redundant six years 
later. Unwilling to move away from her partner to 
seek work, she enrolled on a PGCE course. She 
passed the course but failed her teaching 
placements. Was working as a teaching assistant 
in a school. Felt unsatisfied with her status. 
Intends to stay in the UK permanently. 
Edmund  25-30 
M 
Married to 
Marjanna 
Polish 
IT Specialist 
CISCO 
Networking 
Associate 
2 y Administrato
r (Police) 
Northampto
n 
Came to the UK as his sister invited him to see 
how he felt about working here. Joined by his 
wife (Marjanna – see below) after six months. 
After several temporary jobs, found a post with 
the police through an agency. Applied internally 
for a more responsible position which utilises 
some of his computer skills. Lives close to a 
number of relatives and in-laws. Shuns the 
company of workmates or English acquaintances. 
Intends to remain in the UK for another few 
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years. 
 
Gabriela    31-35 
F 
Married 
children (10, 4 
9m) 
Brazilian/ 
Portuguese 
Veterinary 
Surgeon 
BSc in 
Veterinary 
Medicine 
BA in 
International 
Relations 
18 m Admin 
Assistant 
Leicester 
Converted to Islam a few years before coming to 
the UK . Experienced religious harassment in 
Brazil. Visited a part of the UK with a large 
Muslim population. While there, was offered 
employment. Accompanied by parents and 
children. Had qualified and worked as a vet in 
Brazil, but had also completed a BA in 
International Relations. Her ambition was to enrol 
on a postgraduate course in International 
Relations in the local university. Had no fixed 
plans after this year of study would be completed.  
Isabella   25-30 
F 
Single 
Portuguese 
Academia 
BA in Pedagogy  
(ongoing) 
5 y School 
Caretaker 
Northampto
n 
Came to the UK to start a job she had found 
online with Road Chef. Aimed to  earn enough 
money to continue her studies by distance from 
Portugal. Was working as a caretaker in a school. 
Was having difficulties in combining work and 
study. Was not really clear as to how long she 
would remain in the UK or in her present job. 
Wanted to earn enough money to be able to 
dedicate herself to her studies and finish her 
degree. 
Jiri    55+ 
M 
Married 
Spouse in home 
country 
Polish 
Pathologist 
BSc Degree in 
Medicine 
2 y Warehouse 
Operative 
Leicester 
Made redundant in 2005.  Advised by his 
daughter to seek work in the UK, from where she 
had just returned.. His wife did not accompany 
him to the UK.  Employed in a warehouse, where 
he was required to sort goods. Found the work 
very demanding physically. Lived in fear of 
losing his job.  Very happy with the financial 
package he was on. Intended to stay in the job as 
long as he could, with no immediate plans to 
return. 
 
Juliana  25-30 
F 
Married to 
Ricardo 
Brazilian/ 
Italian 
Journalist 
Journalism 
Diploma 
1.5 y Pizza Packer 
Boston 
She and her husband Ricardo (see below), came 
to the UK as they wanted to pay off a mortgage 
on a newly built flat within three years. They 
were working in a pizza packing factory where 
they were ‘treated like animals’ working standing 
up for long periods in temperatures as low as 4°C. 
At the time of the interview their financial plan 
was on track, and they were certain that they 
would leave just as soon as the last payment was 
made. 
Kamal    46-50 
M 
Married, one 
child (6) 
Iranian/ 
Dutch 
Psychologist/ 
Network 
Specialist 
4 y Union 
Organiser 
West 
Bromwich 
Granted political asylum in Holland. Found 
rewarding employment there, but became 
frustrated. His wife was keen to live in the UK, 
where she had family. Set off alone to England to 
seek work, eventually joining a chicken factory as 
a quality controller. Horrified by his experiences 
there, he became involved in union activity and 
took up a full-time post with a large trade union.  
He has been  joined by his wife and his daughter. 
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BSc in Clinical 
Psychology 
BSc in Network 
Administration 
Resigned to remaining in the UK, where his wife 
is very happy. 
 
 
Marjanna     
 
25-30 
F 
Married to 
Edmund 
Polish 
Accountant 
BA in 
Accounting 
1.5 y Coffee Shop 
Assistant 
Northampto
n 
Joined husband Edmund, (see above) after he had 
been here for about six months. Arrived freshly 
married and about to graduate but unable to find 
suitable work. Found work in a coffee shop. 
Frustrated at her inability to find work related to 
her studies, was considering resigning from the 
job to seek more suitable work. Had several 
family members nearby. Quite happy to remain in 
the UK in the short to medium term, although she 
was becoming increasingly frustrated at the 
nature of her work. 
Ona     25-30 
F 
Married one 
child (4)  
Lithuanian 
Laboratory 
Assistant 
Technical 
Laboratory 
Diploma 
4 y Union 
Organiser 
West 
Bromwich 
Following her redundancy in Lithuania, decided 
to look for work in the UK. Obtained a job in the 
Lincolnshire onion fields through an agency. 
Horrified by the conditions there, she walked out 
after one day. She found work as a quality 
controller in a chicken factory. Joined by her 
family.  She became heavily involved with the 
union after filing sexual harassment charges. She 
then joined the union full time as an organiser. 
Quite happy to remain in the UK in the medium 
to long term.  
Pawel   25-30 
M 
In civil 
partnership 
Polish 
Teacher 
BA in English 
Teaching 
Diploma 
2.5 y Self-
Employed 
Decorator 
Manchester 
Came to England as ‘a bit of an adventure’ on a 
two-month vacation. Decided to stay on. Did 
some part time translating work, and worked as a 
gardener, painter and decorator before starting his 
own painting and decorating business. Now 
employs six people. Met his UK partner and 
entered into a civil partnership. He felt it would 
be very difficult to live with a same sex partner in 
Poland. The couple were contemplating moving 
to an Asian country such as Thailand. 
Ricardo    31-35 
M 
Married to 
Juliana 
Brazilian/ 
Italian 
Systems analyst 
BSc in IT 
1.5 y Pizza Packer 
Boston 
Came to the UK with his wife Juliana (see above) 
to pay off a mortgage. In Brazil he was qualified 
as a system analyst but had been working as an 
administrator in an advertising agency there. He 
and his wife left Brazil for Germany to work in an 
ice cream shop. However, the demands of the 
work were too heavy, and they decided to come 
to England instead. They were planning to leave 
after the last mortgage payment was made. 
 
Sebastian    
 
25-30 
M  
Single 
Polish 
Composer/ 
Musicologist 
BA in Music 
3 m Dispatcher 
Loughborou
gh 
After completing a Masters degree in music in 
Poland, he had been working on a freelance basis 
authoring music scores for theatres, films and 
advertisements, as well as working in a recording 
studio as a sound engineer. Came to the UK to 
raise money for studies in musicology in 
Amsterdam, where his girlfriend was studying. 
He was also invited over here by his friend 
Stanislaw (see below). He was working in a 
factory and intended to leave in another six 
months. 
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Sofija    25-30 
F 
Single 
Latvian 
Administrator 
College 
Diploma 
3 y Secretary 
Spalding 
Made redundant from her administrative post 
with the Latvian army. Re-qualified as a technical 
lab analyst but unable to find long term work. 
Came to England with her then boyfriend to stay 
with his aunt and look for work. Having little 
English when she arrived, Sofija worked 
extremely hard to improve her command of the 
language, and was offered a promotion to an 
administrative position in the factory where she 
worked. Got engaged to a South African, with 
whom she is moving to South Africa in the near 
future. 
Stanislaw    
 
31-35 
M 
Single 
Polish/German 
Family Business 
Two years on 
BA Course in 
Economics 
3 y Factory 
worker 
Loughborou
gh 
Came to the UK to raise money for an operation 
for his sick mother. Worked in the same 
laboratory as Andrzej, (see above), from which he 
was also fired. Since that time he had been doing 
a number of jobs in factories, and was becoming 
somewhat disillusioned with his co-workers. 
Worked very hard at improving his English. Was 
applying for ‘better’ jobs. Was also seriously 
considering returning to Poland, where he had 
been offered some interesting jobs. 
Valeska    51-55 
F 
Married 
Spouse in home 
country 
Polish 
Pedagogy 
BA in 
Pedagogy/ 
Resocialisation 
1.5 y Warehouse 
Operative 
Leicester 
Felt that her unemployment was a social stigma in 
Poland. Accepted a job from an agency in Poland, 
working in a care home. Her husband remained in 
Poland.  She was dismissed following an 
accusation of mistreating a patient. Took on a 
series of factory jobs, but found it difficult to 
settle in any. Very interested in learning English, 
and frustrated at her inability to attend classes 
regularly because of her shift schedule. Was 
hoping to save a little more money before 
returning in another six months or so. 
Veronika    
 
25-30 
F 
Single 
Latvian 
Economics/Law 
BA in 
Economics & 
Law 
5.5 y Council 
Officer 
Spalding 
After graduating, decided to work on a farm in 
the UK picking strawberries (she had done this as 
a student). Attended college, gaining confidence 
in her English. Procured a job with the local 
council, carrying out a survey of migrant workers 
in the area. As her contract was coming to an end, 
she was unsure of the future. She had brought her 
parents and brother over and bought a house. She 
was therefore committed to staying in the UK, but 
was unsure what kind of work she would find. 
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4. FINDINGS 
This chapter initiates the analysis of data that was collected and addresses the research 
questions set out in the introduction: 
The first of these draws on research in the field of geographical mobility and aims to arrive at 
an understanding of the factors that have led to their decision to come to the United Kingdom 
in search of work and asks: 
RESEARCH QUESTION 1:  What are the factors that influence the migrant 
workers’ decision to come to the UK to take up or 
seek work?  
The second, third and fourth research questions draw on the career transition, expatriate 
adjustment and overeducation and underemployment literature to ask: 
RESEARCH QUESTION 2: What barriers do they face in finding work 
commensurate with their qualifications and 
experience? 
RESEARCH QUESTION 3: How do they cope with the skill- and status- 
underemployment in the jobs they take on? 
RESEARCH QUESTION 4: How do nonwork and family factors affect their 
adjustment to living and working in the UK? 
The answers to these four research questions and the insights they bring should provide us 
with a deeper understanding of the career transition experiences of migrant workers and 
thereby establish a contribution to knowledge. 
In order to support the interpretations, reference is made to the mindmaps discussed in 
Chapter Five and included in Appendix 5. The reasons for this are to  sustain a close and 
visible link between the data analysis undertaken, as described in Chapter Five, and the 
findings presented here. The reader is also provided with summary biographical data and 
referred to the more extensive sketches of each interviewee in Appendix 1 in order to 
contextualise their experiences. 
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4.1. RESEARCH QUESTION 1 
What are the factors that influence the migrant workers’ decision to come to the UK to take 
up or seek work?  
Although the concepts of push and pull factors and networks were not used a priori in the 
interview agenda, the reasons that the interviewees gave for coming to the UK broke down 
naturally into these three groups. (Appendix 2). These groups should not necessarily be seen 
as free-standing, insofar as several factors often played a role in their decision to come to the 
UK, although some factors may have been more central in the interviewees’ minds at the 
time. Thus, a migrant’s decision may have been based on a combination of push and pull 
factors, together with the catalyst of having a close friend or family member already working 
in the UK. 
4.1.1. PULL FACTORS 
Amongst the pull factors, three  main motivating factors emerged: 
  coming to the UK for adventure 
  coming to the UK for financial reasons 
  coming to the UK to continue education 
COMING TO THE UK FOR ADVENTURE 
A common theme was the sense of adventure, in which the decision to come to the UK was 
seen as a chance to experience “something new” - a “challenge” which would perhaps lead in 
unexpected directions. This was mentioned by four of the interviewees. 
Celine came to the UK 15 years ago, after completing her Master’s in France at the age of 23. 
At the time, she had not given much thought to what she would do: 
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“I think when I came here I was very open minded. I had this vague 
plan, I'd go to England for a year then I'd be to Germany for 6 
months and then maybe to Italy for 6 months and after that maybe I 
get this wonderful job working for the United Nations or something 
[laughs] and that didn't happen.” (Celine) 
This sense of spontaneity leading to a decision to travel, following the ending of an extended 
event in the interviewee’s life, was echoed by Pawel. Whereas Celine had just finished her 
Master’s degree, Pawel had just finished teaching at the end of the school year and on a 
whim: 
I, actually I came.. with no reason of staying, I just came 'cos at that 
time in Poland I used to work as a teacher in secondary school and 
because we had like two months holiday, I decided to have like one 
more holiday adventure and just see how, how it would be ….. More 
like a holiday adventure (Pawel) 
Sofija had been made redundant and failed in her attempts to find any full time employment 
in Latvia. Her decision was one which she felt did not impact on any significant others and so 
one she was willing to try:  
I had the opportunity to come over and I thought that, because I 
don't have any family like children and husband, so I'm like single, I 
can still do it. [laughs] (Sofija ) 
The interaction of several motivations is well illustrated by Valeska, who  combines a desire 
to leave Poland with a plan to earn money and learn English while seeking adventure: 
So I wanted to, to change my life and try something new, learn 
something new. So it was like a challenge, adventure, a possibility to 
earn money to, to learn English language and it is my hobby to learn 
English. (Valeska) 
As pointed out earlier, this interaction of different reasons is not uncommon and reflects the 
complexity of the reality of decision making. 
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COMING TO THE UK FOR FINANCIAL REASONS 
The desire and expectation of earning “good money” in the UK was mentioned by all but five 
of the interviewees, often in conjunction with other reasons. For four of them, the possibility 
of earning money served as a pull factor in stark contrast to their current financial situation, 
in which they felt that they were not adequately rewarded for the work that they were doing.  
Edmund, for example, who was a qualified IT specialist in Poland, was unable to find IT-
related employment in his region and had to work some 250 miles away in Warsaw. 
Although he did not object too much to having to travel so far to find work, and although he 
felt that the money was “decent”, he was not happy with the demands of the job: 
I just stopped fancying working fifteen hours a day for quite a 
decent salary. I just prefer working eight hours a day for a decent 
salary, so the only country that can give me that and the only 
country I can assimilate to is England because I know English. 
(Edmund ) 
Cecylja, who found it easy to obtain work as a specialised secretary in Poland, and was very 
happy in her work there, nevertheless struggled financially:  
When I work in Poland I just earned some money and I have to 
spend that money for all bills, for mortgage for my flat and then I 
don't have any money for anything. So that was the problem. 
(Cecylja ) 
As a trained doctor, with some twenty-five years’ experience of working in a first aid medical 
station, Brigita felt that she could do better financially. The situation was made worse for her 
as a result of her husband’s lengthy illness and subsequent hip replacement operation. She 
was very hopeful of eventually being able to earn more money in the UK once she had 
completed her conversion course, which she combined with a job in  a care home in Stafford: 
..it is very important for me this financial side, because in Lithuania 
I was upset about it and I’m not absolutely happy at the moment, but 
hopefully in future situation will improve, more or less. (Brigita) 
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Veronika, unlike Brigita, had difficulty in finding work in Latvia in her specialised legal field 
after graduating. Although she realised that she would earn more as she gained more 
experience, she did not feel motivated, since: 
... working in Latvia I would earn … as erm a specialist in law for 
businesses ... about two hundred, two hundred and fifty pound a 
month, so it wasn't really enough ... I knew that working on a farm 
here I can earn more money (Veronika) 
The reason that Veronika knew that she could earn more in the UK was because whilst at 
University she had spent some time here picking strawberries on a Student Exchange 
Programme. This shows the complexity of the decision making process as a series of factors - 
lack of well-paid work at home (push factor); possibility of earning more money in the UK 
(pull factor) and previous time spent working in the UK (prior contact) - combined to help 
her to reach the decision to come. 
If those who had work in their home country felt a need to migrate in order to earn more, then 
it is perhaps not a surprise to learn that three of the interviewees felt a need for money as a 
result of being unemployed in their home country. For them, the prospect of finding work and 
being adequately rewarded for it was a strong motivating factor. 
Jiri, who had lost his job as a pathologist in his mid - 50’s some three months prior to moving 
to the UK, felt a strong need to find employment. Even though the work he was doing in a 
warehouse was very demanding on him physically, he felt compensated since: 
 … I am now paid ... almost the same … working here as a 
warehouse worker … like a pathologist in my country. ….... It was 
the only move which I was, er, able to do because ..... from the 1st 
August I was unemployed and I have came to UK the 8th of 
November (Jiri) 
The stigma of unemployment in Poland weighed heavily on Valeska. Somewhat 
paradoxically, she was determined to save money in order to return to Poland and not have to 
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work. Here again, the desire for money was mixed up with other factors, not least of which 
was a desire to boost her self esteem. 
Now I work as a slave but for money I can save for not working in 
future. Good solution for me. But when you have no work you are 
treating in your environment as .. outcast without respect. (Valeska) 
Sofija’s desire for a steady income was also a factor in her decision to come. Being unable to 
find regular employment after being made redundant, she was perhaps not fully aware of the 
relative cost of living between Latvia and the UK:  
when I get my first wage, 200 pound, I thought "Oh God, what I'm 
going to do with such big money?" .. previously I get 80 pound per 
month (Sofija) 
The remaining interviewees who mentioned money either had clear financial needs as a result 
of financial obligations which they had had difficulty in meeting or were attempting to use 
their time here to pre-fund a future course of action. For some, such as Stanislaw and 
Andrzej, , the need for money was acute, leaving them little choice but to raise funds quickly: 
My mother fought against the cancer, yes, so the treatment was erm 
very expensive so we er I mean we family we ran out of money so I 
had to go abroad and earn some money (Stanislaw ) 
I was problem, financial problem in Poland ..I take credit, er.. erm.. I 
have to out from Poland (Andrzej) 
For others, the possibility of an enhanced income was seen as an opportunity to  finance a 
planned ongoing commitment, serving as a motivator to stay here: 
My course costs more than three thousand a year - I need money for 
study (Isabella) 
In Brazil … we wanted our own, our property . And so if we live 
here around three years, we can get this property …. We already 
bought it, and we finish in around [speaking together] one year and a 
half more (Juliana & Ricardo) 
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I must get money for my next study… Simple reason ...... and you 
make this money and it’s the, for example half year .. without any 
meaning in your life … but you have money and you can develop 
yourself or, you know, in the next level. For example for me would 
be a study in Amsterdam. (Sebastian ) 
 
Fourteen of the nineteen interviewees mentioned money as a motivating factor. However,  the 
financial reasons given by the interviewees varied. In some cases, (Andrzej, Stanislaw) there 
was an urgent need for money due to debts or family pressure, in others (Sebastian, Isabella, 
Juliana, Ricardo) a desire to accumulate funds to sponsor ongoing or future studies or 
investments, in other cases (Edmund, Veronika)  a desire to earn enough to be comfortable, 
without having to work long hours  or a desire simply to be able to work at all and earn a 
living (Brigita, Cecylja, Jiri, Ona, Sofija, Valeska). 
COMING TO THE UK TO CONTINUE EDUCATION 
Another common motivator behind the decision to come to the UK was a desire to improve 
one’s education. Six interviewees cited the opportunity to study as a motivating factor in 
coming to the UK. Gabriela, who had served an internship in the United Nations in Rio and 
was intending to enrol on a postgraduate degree in International Security in Leicester 
University, saw the concept of self development - of “growing” - as a major attraction of 
coming to the UK, and one which she felt was shared by others: 
I think many people here, other migrants, workers, they are coming 
here because in their country they don't have opportunity to grow. 
(Gabriela) 
This sense of freedom to “grow” took different forms for different interviewees. For some, it 
meant a chance to become more proficient in the English language, for others the opportunity 
to improve their CV by taking vocational courses, and for others still the chance to pursue 
tertiary study.  All of these things could have been achieved without leaving the home 
 105 
country but with more difficulty and at a higher cost: 
I cannot learn English when I work in Poland and you know, go to 
the classes with the Polish people and that's it (Cecylja) 
I did study English in school and er unfortunately, the teacher, she 
didn't speak the language, so she couldn’t teach us to speak the 
language so I could read and understand (Veronika) 
Here, I have my books, the Internet, I can study and have enough 
money (Isabella)  
[In Holland] I wanted to carry on my education, but the cost was 
high because I wasn't on, on government [support]. The moment I 
got job, everything can't [his eligibility for support ceased]. So, it is 
still in my mind to carry on my education here as well (Kamal) 
Those who wanted to study English cited the relatively high cost of studying English in the 
home country - when compared with the chance to enrol on free or very cheap EFL (English 
as a Foreign Language) classes in the UK - as a major attraction in coming here:  
... I can learn English language I ….. have benefits from this, no, but 
I like this, it's like a hobby, no?  I can read very interesting things so 
it enrich my life. I .. this is big issue, big issue. (Valeska) 
Gabriela, who had converted to Islam in Brazil, was also studying Arabic for beginners and 
found this highly motivating: 
in Brazil, never I could learn [Arabic]. There is very expensive, only 
got private lessons there. Can’t develop. Here, I go every Saturday. I 
walk twenty minutes, to the Community College, Leicester. It's 
really easy (Gabriela)  
As well as a desire to improve their own education, two of the four interviewees whose 
children were with them in the UK were motivated by the chance to improve their children’s 
education. 
Brigita, whose eldest son (23) was married and settled back in Lithuania, had been joined by 
her twenty-year-old son and fifteen-year-old daughter, both of whom were doing very well at 
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school, with the son applying for a university place and the daughter being accepted to study 
the violin at Birmingham Conservatoire:  
er.. it's about my children. They have more possibilities to get er 
proper education and to go to the UK diploma, not like mine  ... ... 
just because of my family now I decided to do it (Brigita) 
Gabriela’s children were much younger (10 years, 4 years and 9 months) and much of the 
attraction for her in their being here was their exposure to an Islamic environment and also 
the opportunity for them to learn English: 
So I think also, you see also about the consequence of the future, I 
think this period for my children would be very good for them. 
(Gabriela) 
The table below summarises those pull factors specifically mentioned by the interviewees as 
having an influence on their decision to come to the UK.  
 
Table 2 Pull factors mentioned by the Interviewees 
PULL FACTORS 
Adventure Celine Pawel Sofija Valeska   
Money Andrzej Brigita Cecylja Edmund Isabella Jiri 
Juliana Ona Ricardo Sebastian Sofija Stanislaw 
 Valeska Veronika    
Education - self Cecylja Gabriela Isabella Kamal Valeska Veronika 
Education - children Brigita Gabriela     
4.1.2. PUSH FACTORS 
Amongst the push factors, three main motivating factors emerged: 
• inability to find work in home country 
• dissatisfaction with current job 
• disillusionment with home country 
These push factors should be viewed as operating in conjunction with one another and with 
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one or more pull factors as part of a complex decision-making process. 
INABILITY TO FIND WORK IN HOME COUNTRY 
One push factor mentioned by five of the interviewees was the lack of work opportunities in 
the home country. The decision to come to the UK was motivated in part by a desire to 
escape from redundancy or continued periods of unemployment. For three of the 
interviewees, the decision was taken when they were between University and a job: 
Veronika’s inability to find work in Latvia was as a result of her lack of experience, as she 
had only just graduated: 
I've tried to find some job in Latvia but … because it's, it was a high 
unemployment in Latvia, so everybody wasn't just interested in 
qualifications, they were interested in experience. I didn't have 
experience, so I didn't have chance to get really anything. (Veronika) 
Similarly, Celine decided to move to the UK immediately after graduating from her Master’s 
degree in Geography and Cartography, justifying her decision on the basis that : 
I had nothing to lose in France, I had just finished my qualification, 
didn't get a job straight away.” (Celine)  
Another decision taken between study and work was taken by Gabriela: 
Yeah, when I come here I was not working. I had finished the 
United Nations. I was only studying, I was finishing my course. So I 
finished, I had finished all the disciplines, I was starting to write my, 
my small essay for finish the course (Gabriela) 
For this group of interviewees, then, the ending of their studies seemed an ideal time to take 
the plunge and the move to the UK seemed preferable to an extended job search in their home 
countries. 
In contrast, Jiri, who was in his mid 50’s when he lost his job as a pathologist in the Czech 
Republic, had spent his whole life in the same field and was at a loss as to what work he 
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could find, other than occasional unregistered, untaxed jobs: 
I've lost my job in August er 2005 .. from the 1st August I was 
unemployed and I have came to UK the 8th of November… I have 
been working in, in the black way, yes? At about two months, then I 
was waiting for the going away because we have bought the ticket 
(Jiri ) 
A similar frustration was felt by Valeska, who found it increasingly difficult to obtain work: 
I found myself in .. a blind alley, yeah? Without work and I didn't 
work for 5 years. It was, it were only occasionally jobs as .. care for 
people with Alzheimer's disease. I found very, very difficult to have 
job.. (Valeska ) 
DISSATISFACTION WITH JOB IN HOME COUNTRY 
Dissatisfaction with the work situation was cited as a reason for leaving the home country by 
five of the interviewees: 
For Ona, the inability to find a job commensurate with her qualifications was a motivating 
factor in her decision to leave, as she felt that if she were to do such work, it might as well be 
in the UK where she would earn more for it: 
I couldn’t do my job .. I’m qualified lab assistant. I couldn’t find a 
job in there as a lab assistant so I had to work simple work like in a 
hardware store, I used to work in a hardware store, .. my last job 
before I came here, so basically not exactly what I [laughs] trained 
to be, and that’s why I came to the UK (Ona)  
For Sofija, the impermanency of her job helped her to decide to move to the UK: 
I left that job because it wasn't long term, it was just for a couple of 
months. It wasn't like tabled, you know, like really definitely I can 
have it … it was temporary work. They couldn't promise me that I'm 
going to get it, like. [laughs] (Sofija) 
Edmund, who had to take up work some 250 miles from his hometown, was frustrated at the 
number of hours he had to work in order to make a decent salary: 
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I could find probably a job .. in Warsaw again .. I would have to 
work about 15, 16 hours a day just to get a very decent salary 
(Edmund) 
The sense of dissatisfaction with the current job extended to those who were working in other 
countries. This was the case for Juliana & Ricardo who had left Brazil for a job in Germany 
but soon became disillusioned at working 16-hour days and decided to come to the UK after 
hearing from friends that working life in the UK was less stressful. 
DISILLUSIONMENT WITH HOME COUNTRY 
In four cases, interviewees reported less specific feelings of unease with life in their home 
country, which played a role in their decision to migrate.  
Celine expressed her malaise with life in France some 15 years previously, when she decided 
to come to England as an au pair on a “kind of a gap year really” eloquently: 
There was another reason why I left France, which was sort of.. 
personal. I was a little bit fed up with France. I had, I had done a lot 
of studies and if I thought, you know, it's climbing a mountain when 
you're at the top for years when I've got this qualification [Master’s 
degree in Geography and Cartography] to be like a nice, green and 
pleasant land beyond this mountain and then reaching the top, I 
realised no, it isn't. It's just the same, more of the same. There wasn't 
this nice green paradise behind it, it was the same. So I was a bit fed 
up with .. I can't explain, it's difficult to say. I was just, I was not 
terribly happy. (Celine) 
Brigita lays the blame for the disillusionment her family felt on the general economic and 
political climate in Lithuania: 
It was like automatically, you know, my son finished from school, 
my husband recovered from operation, and he has no future in 
Lithuania as well, he said. He can see no future for himself, for me 
and for the family. Because of big corruption, you know, 
everywhere in Lithuania ... and we decided start from the beginning 
here in UK (Brigita) 
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Similarly, Isabella felt frustrated with the general economy in Portugal: 
Because my country is not a good country. It’s  a poor country 
…economy in my country is down… (Isabella) 
For Kamal, whose initial migration to Holland from Iran was on the basis of political asylum, 
the disillusionment was not with the home country, but with the lifestyle in Holland, which 
he found rather boring and devoid of opportunity for interesting activities: 
I, I didn't find it [Holland] very stimulating country. ..… There was 
no much more to do and I didn’t, I’m not that kind of person to 
come to do the job and go home. ... I could see, … thirty years later 
on, .. I'm on my pension and … I didn't want that, I want more, be 
more active. (Kamal) 
Once again, these feelings can be seen as merely one factor influencing the decision to 
migrate. Table 3  summarises those push factors specifically mentioned by the interviewees 
as having an influence on their decision to come to the UK.  
Table 3 Push factors mentioned by the Interviewees 
PUSH FACTORS 
Unemployed Celine Gabriela Jiri Valeska Veronika 
Disliked Job Edmund Juliana Ona Ricardo Sofija 
Dislikes Home 
Country 
Brigita Celine Isabella Kamal  
The data clearly demonstrates that the push and pull factors, whilst useful, often act in 
combination and are not easily isolated. This is discussed further in the Discussion Chapter 
under ‘mixed motivations”. 
4.1.3. PRIOR CONTACT 
Aside from the factors which attracted the migrants to the UK or exerted an influence on 
them to leave their home countries, their willingness to uproot themselves and start an 
adventure in the UK seemed to vary based on their previous travel experiences and their 
access to a  network of family and friends already in the UK. 
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FRIENDS/FAMILY ALREADY IN UK  
Three interviewees took advice from friends in the UK before deciding to come here and four 
interviewees cited the fact that they had family members who were living or had lived in the 
UK as an influencing factor in their decision to move here. Of note is the consistent 
implication that these family members exerted pressure on them to come: 
and the other .. cause was my sister. She always been here ... we 
were just speaking on the phone. I said ‘Well, I just given notice to 
my employer’ and she said ‘Well, OK so you have a ticket .. to  
England and I said  ‘wh-what for?’ ‘Well, you can work here.  So 
right if you can call it an invitation, yes that was an invitation. I was 
actually placed by the wall and ‘there's your ticket man c'mon’ 
[chuckles] (Edmund) 
The implication that the sister was press-ganging Edmund to come is echoed to some extent 
in Jiri’s droll suggestion that he was dictated to by his daughter:  
The reason was .. that it was in the same year in er vacancy 
[holidays] from school er my daughter here for two months. It was 
in July and August. She was also earning here money .. and my 
daughter said me that ‘come to England’ so I have been going to 
England [laughs] (Jiri) 
Throughout Kamal’s interview, frequent mention is made of pressure by the wife, through 
her family, for Kamal to leave his secure post with MSF in Holland and move to an uncertain 
future in the UK: 
For my wife .. her brother, her family live here. So .. she really felt 
down. There was no, I mean, family member around. …..  I said 
‘Listen, ... we are not going to get the job we have. .. But, if you're 
not happy, so it affects me, it affects both of us and our life. And in a 
way she pursue me,‘ Let's try. (Kamal) 
Sofija had agreed to accompany her then boyfriend to Spalding to stay with his aunt.  This 
facilitated their first few weeks in the UK: 
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It actually was my ex-boyfriend who asked me to come with him 
because he had some family member here already so he said ‘OK, 
we can try something and see how it's going to be.’ His aunt 
promised a job for me and him and promised a place for the first 
time we could stay. (Sofija) 
After the relationship broke down, Sofija decided to stay on and moved into a house with 
several people from a range of countries, so that she would be forced to use English to 
communicate with them. 
For three others, recommendations and assistance from friends in the UK was influential in 
their decision. Juliana and Ricardo were persuaded by friends in Boston that working in the 
UK was considerably less demanding than working in Germany, where they had both been 
putting in 15 - 16 hour days in an ice cream shop.  
The ties between migrants even extended within the sample: 
…  and second thing is my mate. He lives here and uh, he told me 
that I can come. Stanislaw - we are from the same city in, in, in 
Poland. er.. when he.. leave Poland and start to work in UK, … we 
have still contact with … each other and, I told him that I need a 
money and, for my study and he say 'you can come to UK and, and 
get some job and get some money. Simple' (Sebastian) 
The nature of these close ties, which were instrumental in persuading some of the 
interviewees to come to the UK, are re-examined in Section 4.4.2 as part of the insights the 
interviewees gave into their relationships with fellow countrymen and with the British and 
the effect that living with other migrants had on their acquisition of the English language. 
VISITS TO UK BEFORE COMING HERE TO WORK 
Pawel and Gabriela had both originally come to the UK for a brief visit, without the intention 
of seeking work. Both subsequently decided to stay on and take up a job. Similarly, Edmund, 
whose sister, a long term UK resident, had been instrumental in persuading him to visit her 
and investigate the possibility of working here, subsequently decided to stay for longer and 
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look for an even better job: 
I know that many Polish people did go to London and see what 
happens. I've never had that on my mind. I just came over here .. 
found job. "Yeah why not? I might stay here."  (Edmund) 
Three others - Stanislaw, Celine and Veronika - reminisced about previous trips to England 
and pointed out that these trips had made their decision to move here easier. Despite this, 
their positive perception of the time they had spent here clearly played a role in influencing 
them to return here: 
it's not like I spent all my life in Poland and er I was, you know, 
dropped in deep water, cos er I was in England in er 1999 and I 
spent a week in London with my English friend, an Englishman who 
moved to Poland … so he needs a van, I had it, so he asked me to go 
with him to London, spend a week in his house and go back with 
some stuff - furniture, things like that (Stanislaw) 
England was an obvious choice really because I had liked meeting 
English people in France and I thought they were very nice people 
and I had good memories of coming to England in year nine, when I 
was 14, I think, for an exchange, you know, a linguistic exchange 
with my pen-friend. (Celine) 
I think 2001 is the first time when I came over …  on a Student 
Exchange Programme first for half a year at first. So I was picking 
strawberries in the farm, near Southampton - Beaulieu area, New 
Forest Area. After that ...  we're going home and finish University. 
(Veronika) 
PREVIOUS VISITS TO OTHER COUNTRIES 
In addition, comments made by three of the interviewees indicated that previous time spent 
abroad, not just in the UK, was a factor which increased their propensity to move: 
For Kamal, who had spent ten years in Holland - during which time he had been  granted 
political asylum and Dutch nationality, studied IT and the Dutch language intensively, and 
found a job as a Network Administrator with Médecins Sans Frontières  - there seemed little 
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to fear in seeking work in the UK: 
We have right of work, we have right to a study. So it's a matter of 
finding a job (Kamal) 
Stanislaw felt that his travels in Europe would stand him in good stead for his time in the UK. 
By pointing out that he had avoided registering with the authorities in Holland, he implied a 
sense of confidence in his ability to cope with any demands of working here: 
and one year later I went to Norway to visit my ex-girlfriend and I 
spent a few weeks just wandering across the country from the south 
to the north and I was travelling to other eastern European countries 
like Czechoslovakia, Eastern Germany, Ukraine, Latvia, Estonia ... 
and one year before I came to England in 2004 I spent three months 
in Netherlands working illegally [laughs] (Stanislaw) 
This air of self-assurance as a result of previous time spent working outside of the home 
country was shared by Isabella: 
But I'm, I'm one person, adaptation in the life ... I stay one time in 
Belgium, working in airport, I working in the airport do sales, you 
know …  and then I finish my money for finish my course, for this 
important, for my course. But, I'm adaptation for any country, me 
(Isabella) 
The table below summarises those aspects of prior contact mentioned by the interviewees as 
exerting an influence on their decision to move: 
Table 4 Prior Contact Factors mentioned by the Interviewees 
PRIOR CONTACT 
Friends / Family in UK Edmund Jiri Juliana Kamal Ricardo Sebastian Sofija 
Previous UK Visits Celine Edmund Gabriela Pawel Stanislaw Veronika   
Previous Overseas 
Visits Isabella Kamal Stanislaw        
An understanding of the migrants’ motivations in coming to the UK is central to this study. 
These are demand-pull factors, both financial and other, which attracted them to the UK; 
supply-push factors, such as unemployment in the home country; and the existence of 
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networks of compatriots, family and friends in the UK.  
FREEDOM OF MOVEMENT 
The freedom of movement granted the interviewees under the EU Accession treaty made it 
possible for the A8 interviewees to seek work in Britain, Ireland and Sweden without 
committing themselves. However, those interviewees with citizenship from the older member 
countries of the EU had no such restrictions. Of the six interviewees in this category, only 
Celine and Isabella were indigenous Europeans (French and Portuguese respectively). The 
others, - Juliana and Ricardo (Brazilians with Italian passports); Kamal (Iranian granted 
Dutch nationality in 2000); and Gabriela (Brazilian with a Portuguese passport) – were able 
to use their secondary nationality to benefit from full EU rights. This enabled them to move 
freely between countries. 
Before leaving Brazil, Juliana and Ricardo had ignored their friends’ advice to turn down a 
job offer from Germany and work in the UK instead. They soon regretted their decision. 
However, as EU citizens, they were able to leave Germany and come to work in the UK in a 
very short space of time: 
[Our friends in Boston said on the phone] “.. good money, better 
than in Germany. If you want to come, you can come, no problem 
… we can help you” .. The first flight we took it straight (Ricardo) 
As mentioned in Chapter Two, the freedom of movement the interviewees enjoy is in sharp 
contrast to the “go or stay” decisions historically faced by migrants such as Mexicans 
migrating to the United States, and underlines the important distinction between migration 
and mobility. The knowledge that they would be able to return to their normal environment 
without bringing about any permanent changes clearly had an impact on the migrants’ 
decision to come. 
Brigita, having spent twenty-five years working for the same employers in her hometown, 
was careful to ensure that she would not be making a permanent break from them: 
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I know any time I can go back. Yeah. I asked my colleagues and my 
er [laughs] employers. "Can I go back?" "Yeah" they said, 
"anytime." (Brigita) 
The ease with which these migrants were able to enter and leave the UK and the relative lack 
of expense involved in such comings and goings clearly played a role in allowing them to 
come here in the first place. Additionally, it made it possible for them to go back to their 
home country easily in the event of a family emergency. Those with spouses back home  
were able to return on a visit or be visited here without bureaucratic or financial hurdles. 
Such considerations may have played a part in persuading them to come here. 
Although all of the interviewees in this study had made the decision to stay on after an initial 
visit, the possibility of abandoning the plan to stay and work in the UK and returning to one’s 
own country was also very real. This was evidenced by their accounts of friends who had not 
stayed on. Ironically, in some cases the interviewees had only reluctantly agreed to 
accompany a friend to the UK, whereas the now long-departed friend had been determined to 
make a new life here. Pawel had arrived with a friend who was very keen to settle in the UK 
whereas Pawel himself was uncommitted. She, however, had left six months after arriving. 
Sofija had been persuaded by her then boyfriend to come along and stay with his aunt. He left 
soon afterwards. Such accounts illustrate that the decision to remain in the UK was one 
which could vary from individual to individual and which could evolve against their 
expectations. 
Having addressed the question of why they chose to come to the UK initially, we now look at 
the techniques they employed in order to find work here. 
4.1.4. INITIAL JOB SEARCH 
From the interviewees’ accounts, a clear distinction emerged between those who left for the 
UK with a job already arranged and those who decided to look for a job after arriving.  
Of those arriving with a job arranged, four had a job contract arranged through an agency in 
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their home country, and two had arranged their job by themselves (Table 5). Of those arriving 
without  a job arranged, four arrived on a speculative visit, either finding and taking up a job 
quickly, or arranging one, then returning to the home country to finalise their move; seven 
stayed with friends or family whilst looking for a job, and one joined her spouse after he had 
found work and she had completed her studies   
Table 5 Initial Job Search 
Arranged Job Prior to Departure 
Through agency Cecylja Ona Valeska Stanislaw  
By self Celine Isabella    
Arrived without Job Arranged 
Nowhere to stay Andrzej Brigita Gabriela Pawel Veronika 
Stayed with friends/family Edmund Jiri Juliana Kamal Ricardo 
 Sebastian Sofija    
Joined spouse Marjanna     
 
The interviewees  using a home country agency were content to allow the agencies to advise 
them as to the nature and location of work available. In particular, they placed little or no 
importance on the location of the work the agencies could offer them: 
I just came here from work agency, straight to Leicester, they got a 
job here. So that's why. I'm not, not thinking. I just said, ‘OK I'm 
going’, I want to go to England, but it doesn't matter where. 
(Cecylja) 
Because, I got an offer from Polish job agency, which recruited, was 
recruiting, Polish people for a care assistant job in Britain ... I got 
two offers, from two different companies and I had problem to 
choose. But, I got free ticket, plane ticket, so I erm, choose this 
offer. (Valeska) 
You just have to go there and work .. it doesn’t matter where .. I 
came through the agency .. I’ve been promised work in the onion 
fields (Ona) 
This lack of attention to their destination region manifested itself later, once the interviewees 
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had come to know the characteristics of the area where they were working. Ona, for example, 
was surprised to find that West Bromwich was not a rural oasis, and Cecylja was taken totally 
aback by the proportion of non-white residents in Leicester: 
It’s so completely opposite of my imagination of it … basically .. 
From outside, UK looks so … great, so different .. but when you 
come here .. I don’t know, the environment and the people over here 
… when I came here .. I was really shocked (Ona) 
I was surprised when I see so many people from other countries, 
from India, especially here. (Cecylja) 
Both Ona and Cecylja went on to make comments about the ethic minorities in their cities 
which could be described as racist. Such comments were more widespread throughout the 
sample and are addressed in more detail in the next chapter.  
Location did not seem to be such an important issue for the interviewees after arrival. Though 
many changed jobs, once they had found work, they stayed within the same geographical 
area, except for Stanislaw whose move was arranged through his ongoing agency agreement, 
and Ona, who walked out of a job in the onion fields of Lincolnshire to seek work in a more 
industrial area. 
Both Isabella and Celine were able to arrange jobs on their own without recourse to an 
agency. In Celine’s case, this was relatively straightforward, since she had access to 
specialized media advertisements from English families looking for au pairs. Isabella took 
great trouble to make sure that the job she saw advertised in a Road Chef would be suitable, 
making enquiries about safety issues when working at night, before making up her mind to 
come. 
Thirteen of the nineteen interviewees, however, took advantage of the freedom of movement 
within the EU which allowed them to visit the UK with the intention of trying to find work 
after arrival: 
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… let's try. We are not going to go through a violent procedure 
because we are EU citizen anyway. (Kamal) 
Such a decision was made even easier if a close friend or a family member was already in the 
UK and able to assist in the search for a job. However, it was also taken even in the absence 
of such a contact. 
Five interviewees arrived in the UK without any network of friends or family here to assist 
them in their initial job search. This put extra financial pressure on them to find a job before 
their funds ran out. A further seven stayed with friends or relatives, which alleviated the 
financial pressure on them somewhat. Marjanna joined her husband Edmund after about six 
months and started to seek work also. 
Whether through financial pressure or a simple desire to work, many of these thirteen 
interviewees wasted no time in finding jobs, with the help of agencies: 
But I just came over here, went to some agencies and I didn't know 
this is so easy to get a job in this country. (Edmund) 
I just came here and, was, for example, Thursday and on the Friday, 
the next day, I have a job. (Sebastian) 
OK I arrived here on March and I started looking for a job to the 
agency as well and I found ..  a job er .. in a warehouse, it was 
something with clothes, very simple work (Marjanna)  
[Finding a job was] very simple. These two, .. from .. acquaintance 
with my daughter which I have mentioned before, so er they led me 
to the agency. We were in two agencies (Jiri) 
I found it [a job as a care assistant] immediately (Brigita) 
Others took longer to find a job. Andrzej, who had very little English on arrival and was 
intent, as a vet, on working with animals, took around a month until he successfully applied 
for a job as an animal technician in a laboratory. Kamal was equally intent on finding work 
within his specialism, IT, but was unsuccessful and finally took on work in a chicken factory, 
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though not without trying hard to find an IT post: 
When I came here in 2004, for three weeks I sent more than 43 
application forms. In here, in Birmingham (Kamal) 
Pawel, who put off actively seeking work until he had decided whether or not to stay, also 
took several weeks to start work. 
Overall, there seemed to be little trouble in finding a job, either alone or through an agency, if 
the interviewees were willing to take on jobs for which they were overqualified, whereas jobs 
which were more in keeping with their background were harder to find. Some resentment was 
felt towards agencies:  
they were never looking into my CV properly .. they're not reading 
my CV and trying to make a laugh of me … asking me … "Can you 
use a computer?" Well, I said "That's what it says on my CV over 
there you're handling." (Edmund) 
I knew from the start that the agencies, are, it's best to avoid working 
through an agency, so that's why …  through the other people's 
experience … so that's why I avoided it all the way. I never worked 
for an agency. Never, in England. (Veronika) 
later, here in UK, I have maybe three agencies working for me, I 
applied for them, and again the same situation. They sometimes 
offer "Can I send your CV to this place, this place?" and later... 
nothing happened (Brigita) 
4.1.5. SUMMARY 
An examination of the migrants’ motives in seeking work in the UK revealed a mixture of 
pull factors, push factors, and the influence of existing networks of friends and family 
members already in the UK. These should not be considered as existing in isolation. Rather, 
the complexity of the decision-making process meant that these factors interacted in 
complicated ways. 
Among the pull factors which attracted the migrants to the UK were a sense of adventure, the 
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lure of “good money”, an opportunity to clear off debt or address an urgent financial need, 
and the possibility of educational advancement for oneself and/or one’s children. The push 
factors consisted of  an inability to find work in the home country, dissatisfaction with the 
current job, and disillusionment with the home country. The existence of a network of family 
members and/or friends in the UK played a part in persuading some migrants to come, as did 
fond memories of previous visits to the UK or to other countries. The freedom of movement 
granted to European Union citizens was an important factor in persuading the migrants to 
seek work in the UK, since it left them the option of returning home at any time. 
4.2. RESEARCH QUESTION 2 
What barriers do they face in finding work commensurate with their skills and qualifications? 
In contrast with those who quickly obtained menial employment, those who had been 
independently job hunting in the hope of finding more suitable work soon realised that jobs 
more commensurate with their qualifications and experience were extremely hard to come 
by. 
Brigita, who had been reliably informed by a friend working as a doctor in the UK and an 
agency in her hometown that she should be able to find professional work in the medical 
field, soon discovered that this was not the case: 
I applied thousand times maybe. I applied by post and er I sent these 
application forms and er online and .. nothing no reply. Sometimes 
they sent me letters "Thank you for applying. Sorry you were not 
selected. Try again." Like this. (Brigita) 
Kamal was reluctant to take on work below his level, having found a very good job in 
Holland but experiencing intense pressure from his wife to move nearer to her family in the 
UK. He too, encountered difficulties in finding a post: 
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First, first I tried my level, network administration, because I had the 
fresh experience … I had only one reply, I remember, in city centre. 
They wanted Lotus Notes administrator. Was perfect for me. I've 
done this … I was really happy … I turned up to the interview … 
Fifty minutes I was waiting, there was a reception and the guy came 
in a suit and said “Well yes, sorry, we don't need to do the 
interview.” I said, “What's the reason?” He said “We already pick up 
somebody else.”  (Kamal) 
Robert placed a free classified ad advertising his services as a vet to the Polish community, 
which brought a modicum of short-term success: 
Polish newspapers print my er you know "I am a vet I looking for 
the job" er for free, two weeks .. er ..  from this message there was 
two veterinary visits in London [laughs] yeah, because I from 
Poland .. take every veterinary tools - stethoscope and every hand 
tools - because I'm surgeon specialist. I have two visits in London, .. 
Polish people (Andrzej) 
4.2.1. THE NEED FOR GOOD ENGLISH 
The applicants themselves were very aware that their real or perceived lack of English was a 
reason for the failure  of these job applications. All interviewees were very aware of their 
own level of English language ability. Their ability to cope in English, and their level of 
confidence in this ability, played a key role in helping to form their expectations as to the 
prospects they faced.  
The interviewees can be placed into three broad groups according to their ability in English: 
Table 6 English Language Ability on Arrival 
ABILITY IN ENGLISH ON ARRIVAL 
little or no English and a 
lack of confidence in its 
use 
Andrzej Juliana Ricardo Sofija Stanislaw  
a reasonable command of 
English and a perceived a 
need for further study in 
order to cope 
Cecylja 
Marjanna 
  Edmund 
  Ona 
Gabriela 
Sebastian 
Isabella 
Valeska 
      Jiri 
Veronika 
Kamal 
 
a high level of English and 
a perceived ability to 
function well linguistically 
Brigita Celine Pawel    
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The first group (Table 6) claimed to have an almost total lack of English on arrival: 
I could say what my name is and where I come from, that is all what 
I could say (Sofija ) 
When I come to England my English is zero, zero - only "Good 
Morning" and "F*** Off" (Andrzej ) 
They also faced the realisation that this lack of command of the language would seriously 
impair their freedom of choice in the job market. 
Andrzej, in his search for a position in  a veterinary clinic, found that his minimal knowledge 
of English was a major handicap: 
“I looking job in every veterinary clinic around maybe [laughs] a 
hundred mile. … I going  for every clinic the same problem. ‘Sorry. 
Your qualification's very good, very nice but your English is not 
good.’ … I have qualification ... I can make every operation but I 
can't talking with English people because it's very special talk” 
(Andrzej) 
Juliana, who was a journalist in Brazil, was acutely aware of the gap in her knowledge of the 
language and knew that she would not be able to carry out such work in the UK: 
I know, I can’t work like a journalist here … impossible, impossible! 
If I study English and I improve my English, my .. listening maybe 
... but now is impossible. (Juliana) 
For the second group (Table 6), the aim was to improve their command of the English 
language in order to gain access to better jobs,  or to vocational or tertiary courses in the UK. 
The role of the IELTS exam was central to the latter as it is required for admission onto 
tertiary level courses in the UK.   
Gabriela had had difficulty in finding an IELTS preparation course in Brazil and was 
attracted by the possibility of attending such a course here in order to meet the requirements 
 124 
for enrolment on a postgraduate degree in International Relations. Kamal saw the offer of 
funding for an IELTS course by his employer as a potential means of improving his job 
prospects and making him a better candidate in the eyes of potential employers.  
This group were willing to take on menial jobs as long as they could also study English in 
order to enable them to consider more suitable jobs: 
after being for here a year and a half I .. decided I really want to 
learn the language and er want to do something, you know, better 
than, you know, what I was doing. Then the money is ..  no longer 
was of interest to me. I thought I'd better, you know, sort of get a 
better education and, you know, do something better.  So I went to 
Peterborough College. I was working and going in the evening 
classes to Peterborough College studying English there er and then 
going to Boston College …  to different places and it was all about 
English (Veronika) 
English Language training had the added advantage of being inexpensive or free. 
in Brazil, never I could learn, there is very expensive, only got 
private lessons there. Can't develop. Here, I go every Saturday, I 
walk twenty minutes, to the Community College, Leicester. It's 
really easy, cheap (Gabriela) 
in Poland I can go English classes, but I don't have money for that, 
so I just try to learn myself and I listen to programs on TV or 
something like that and then that's it but here I can afford classes 
easy (Cecylja) 
However, attendance on such courses was often difficult to arrange as a result of shift work 
or irregular working hours: 
I have been in four, I think four colleges and I was rejected every 
time because .. I have er changeable shifts morning shift and the 
second week is the er afternoon shift. That it is colliding and I er it 
was about er half an hour that I would have to go, half an hour in 
two weeks er earlier, and I was told it was not possible - that I have 
not to go for, for the English classes (Jiri) 
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I'm, I'm (sneaking out) about, because there's … this program I must 
going there, you know, strictly, its not possible to working in 
afternoon shifts and going and teaching, learning in program, yeah? 
(Sebastian) 
I was working, it was very difficult for me, because, this course was 
at morning and I started .. afternoon shift at 2 o'clock so when I got 
up, I go to course and after course home and for, for preparation to 
work and when I get from work it was after 11 (Valeska) 
The members of the third group (Table 6) were fluent in English on arrival. Indeed, both 
Celine and Pawel used their fluency in the language as a source of income, by taking on part 
time interpreting and translating work. 
Celine had found some translation work through an agency after being made redundant  
I enjoyed it [the interpreting] a lot yes. In fact I was surviving doing 
that job. But, it was on a on-call basis. (Celine) 
I used to do some interpreting as well, for courts, for Police, for lots 
of these (Pawel) 
They felt confident that, even if they were unable to find suitable work, they would be able to 
enrol on vocational training courses leading to such work. 
I must train myself, I keep myself updated, … I have online this er 
BNG Learning and I do this modules, they send some modules to 
my email and I try to do it, just to memorise everything, you know 
to be in touch with Medicine…. And er as a care assistant I attend 
different courses as well (Brigita) 
4.2.2. NON-RECOGNITION OF QUALIFICATIONS AND EXPERIENCE 
The interviewees encountered a scepticism on the part of potential employers and agencies 
with respect to the value of foreign qualifications: 
Sometimes potential employers look at my diploma "er it's not our 
diploma, it's not our accent " [laughs] (Brigita) 
 126 
In Poland you have to know a lot of different er kinds of 
accountancies, different kinds of documents to, to do something, 
yeah, but here is just very simple work, but nobody wants to give me 
that chance to learn it (Marjanna) 
when some .. employer, who see the, some Polish guy finish a Polish 
school, it's nothing for them, I think, yeah? (Sebastian) 
The insistence on UK experience expressed by potential employers and agencies proved 
highly frustrating for the interviewees. Marjanna, freshly qualified as an accountant in 
Poland, joined her husband Edmund in Northampton only to find that her brand new degree 
was of little use to her in finding work in her field: 
"Do you have any experience in England?" "No", I say “not any but 
I have experience in Poland, yes?" "No, no, no if you have no any 
experience in England, you can't start doing something better, yeah." 
(Marjanna)  
Her husband Edmund encountered a similar difficulty when trying to find work in his 
specialised field of IT, and became somewhat aggrieved at the attitude he encountered in 
employment agencies: 
That was my problem to find an IT job in here. "Do you have any 
experience in England?" "No, I don't I came, just came to this 
country." "Well, sorry, you will have to have at least two years' 
experience to do something." Well, that's what I did for about ten 
years in Poland,  how is it different from the one you have in this 
country? The different language only of using, of people using it, 
nothing else. I mean how is it a different computer in this country 
than ... in Poland? (Edmund) 
Pawel, who was a teacher in Poland, tried to find a job in education. He too was told that he 
lacked UK experience and found the red tape involved too much to handle: 
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I wanted to come here and I would be a teacher … but I literally, I 
couldn't, it was impossible to have all these documents. There were 
two or three things, it was impossible for me to have that and it was 
probably something ... about experience … of teaching in the UK … 
it was like vicious circle, I couldn't, so I couldn't go out of it. 
(Pawel) 
4.2.3. FINANCIAL PRESSURES 
Whether they had been offered posts prior to leaving for the UK or had arrived intending to 
find a job, the interviewees were faced with the economic need to find work as soon as 
possible in order to survive: 
I walking every day walking to er .. job centre and er all London 
walking because when I start I was only 300 pound er travelling  in 
London is very expensive I walking and when I find job in job 
centre I go to er Internet Cafe and send my CV to .. find this job by 
Internet. (Andrzej ) 
In such cases, sooner or later, the financial pressures of surviving in the UK were such that 
the interviewees required a job – any job – in order not to have to return home. Faced with 
the need for money, they took on jobs which they knew to be below their level, often on a 
short-term contract. 
Pawel decided to take on physical work with a garden designer, a type of work which he had 
never done before, purely out of financial need: 
I had no choice .. because of a simple thing, which is money I 
needed. I wanted to stay here, I didn't want to come back at that 
point, I still wanted to stay here. One of my best friends was here 
and we supported each other, I would say. And she was doing the 
job she didn't like as well so, I .. I just not have choice because we 
needed money for rent to live and things like this, .. and we had no 
savings at this time (Pawel) 
Kamal, whose last post was as a network administrator eventually tired of applying for jobs 
in IT and approached the West Bromwich Job centre for a job as quality controller in a 
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chicken factory, a job he felt he had to take on out of financial need:   
He saw my CV [laughs] and said, I don't know who sent you here, 
you are too overqualified for this job. I don't know what we can do. 
But, if this is what you want, it's perfect by me, so why not? I said 
OK, I took the job. I have to pay the bills anyway. I can't stay with 
my friends. I took the job (Kamal) 
The need to earn money frequently manifested itself in willingness to take on part time or 
temporary posts on an ad hoc basis from agencies. As is discussed in Section 4.3.4, after 
working for some time in such jobs, the desire for a permanent post often outweighed the 
desire for a more suitable job.  
.. agency found me some one, two week job and I was just taking 
any assignment I can get: one, two day .. just to get er some money .. 
because obviously I was starving in this country (Edmund) 
it wasn't a permanent job, I was working like two days a week, three 
days a week, sometimes five days a week, sometimes a day a week. 
Sometimes five hours a day, sometimes seven hours a day (Pawel) 
So, in this warehouse as well they have not every day job (Valeska) 
I started in one agency, but it wasn't quite good, I had job maybe two 
or three times a week, it wasn't enough (Sofija) 
So they said me about.. they said about 3, 4 months that job, it will 
be (Cecylja) 
4.2.4. SUMMARY 
In ascertaining the barriers which prevented the migrants from obtaining jobs commensurate 
with their qualifications and skills, the main reasons identified were a lack of English 
language skills, a reluctance on the part of agencies and potential employers to recognise 
non-UK qualifications and experience, and a lack of funds sufficient to finance a long job 
search. 
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4.3. RESEARCH QUESTION 3 
How do they cope with the skill- and status- underemployment in the jobs they take on? 
A sense of surprise became apparent once a menial job was undertaken. The migrants had to 
come to terms with five changes: the physical nature of the work; the repetitive nature of the 
work; the stressful working environment; relationships with co-workers; and their own social 
perceptions in the eyes of others.   
4.3.1. DEMANDING WORK ENVIRONMENTS 
The physical nature of the work soon took its toll on those who were previously 
unaccustomed to manual labour: 
Pawel, having spent most of his savings and not having obtained a teaching post, decided 
reluctantly to take on a job working with a garden designer, doing work with his hands, 
something he was not accustomed to: 
I just didn't like the feeling of going there at all. Actually, I hated it 
and I was moaning to others that my fingers will be damaged and 
you know, like, stuff like this. So I, I didn’t like doing that at all ….. 
so, it was hell like. (Pawel) 
Jiri, who was in his mid 50’s and had failing eyesight, found the demanding nature of his job, 
which required him to place almost 200 palettes an hour, some heavy, into one of 32 cages, 
extremely tiring at first:  
So in this warehouse for me is difficult work … maybe not now after 
two years but …. working there after morning shift I am so tired I 
must to go to the bed for one hour and a half, two hours to sleep and 
to be able to read. I'm not able after this shift er reading ... Every 
day, even now, I have aches in my muscles yeah, of the hands, of the 
arms ... (Jiri) 
Valeska, who was also over 50 years of age, found it very hard mentally and physically to do 
her factory job : 
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Eight hours. On my legs … All day, the same thing, again and again. 
Like robot. (Valeska) 
Cecylja, who had suffered a bad back injury when a swimming instructor in Poland, found 
difficulty in meeting the physical demands of her job: 
About the warehouse operating? Yeah. It was different because in 
Poland, just like you know, I'm reading all the time and just use my 
brain and here was like a physical, you know. And, it was different, I 
was surprised that I can manage this. Because I was really afraid that 
I cannot doing this, because it is a difficult job, I've got problem with 
my back and it was feel weak (Cecylja) 
A  further challenge was the difficulty in relating to repetitive, simple work. Gabriela, who 
had been a veterinary surgeon and worked for the UN was very unfulfilled in her 
administrative job: 
it's small company. They have five petrol stations, but it's not a big 
company. So it's boring. I don't like. It's like automatic job, it's very 
below what I can do (Gabriela) 
Valeska, who had been out of work for five years before coming to the UK, had great 
difficulty in relating to the kind of work she was doing, seeing it as worthless and degrading: 
it was very hard work for me. But, sometimes .. I was not engaged, I 
was never engaged in this job, like other women. And it was visible, 
I think. (Valeska) 
Juliana and Ricardo, whose previous work in Germany had been very demanding but 
involved them in interactions with customers, found their jobs in  a pizza factory in Boston 
less physically demanding but very much lacking in mental stimulation: 
..it’s very boring. We are losing our mind …we don’t need to use the 
mind, it’s automatically, like a machine .. and every day is the same 
(Juliana and Ricardo) 
Another shock was felt when coming to terms with the everyday stress of hectic working life. 
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Kamal, whose previous work had been as a psychologist in his native Iran and then a network 
administrator in Holland, was ill prepared for the stress of his job as a quality controller in a 
chicken factory: 
I lost almost nine kilogram the first six months ….. Shouting, the 
harassment, the bullying, the payment, the way they treating people. 
I couldn't believe it. ……… And two times I've been .. bullied by 
my manager. First time I stopped it and second time I've been 
attacked by engineer with [laughs] a screwdriver. (Kamal) 
Jiri, who had been made redundant in the Czech Republic, expressed fear of losing his job 
here, which he had held since arriving in the UK. He was concerned that at his age he would 
find it difficult to find other work. He worried about the performance monitoring procedure 
in the warehouse: 
It is permitted to work in the warehouse when you are higher 
efficiency 95% and more. I have only 95 and comma some yes (Jiri) 
Juliana and Ricardo felt a great deal of hostility and a total lack of respect from their 
superiors in the pizza factory: 
In the factory, the manager, the team leaders .. they think we are .. 
animals. They treat us like animals, (Juliana) 
Others were taken aback at the gulf between their prior expectations and the reality they 
encountered. 
Ona, unable to find a job at her level in Lithuania, arrived to the UK with a high level of 
expectation, since she had long harboured a high respect for the UK and was shocked to find 
that: 
There was living twenty people in a house … sleeping on the floors, 
you know, no beds, nothing .. they’re getting the mattress from the 
streets … It was young people … coming here believing in this … 
dream that you can earn lots of money and everything (Ona) 
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4.3.2. RELATIONSHIPS WITH CO-WORKERS 
For some, it was not easy to get along with co-workers due to perceived class or cultural  
differences. 
you're just different and er the truth is that most people I’ve known 
er they were you know factory people … so just like lower class so I 
don't know the lower class in Poland so I cannot compare  …. they 
laugh at me because I read a book on the break .. they say “What is 
so interesting in a book? It’s boring’ ….  So that made me feel that 
erm people are laughing at me cos I'm not maybe I'm not in my .. I'm 
not living in my correct class (Stanislaw) 
Andrzej, as a qualified veterinary surgeon working in an animal laboratory, felt himself to be 
more expert about the animals in his care than his supervisors and  had had altercations with 
them about their decisions which created a poor work atmosphere and eventually played a 
role in his dismissal : 
English people is very hypocrite .. you tell er for example my team 
leader tell me .."You very good worker, super." Two days .. "Sorry. 
Out, your job is very bad, out." (Andrzej) 
Edmund and Marjanna were shocked at what they perceived as a low work ethic among 
English workers, and found it annoying to break their own intense work rhythm because of 
the frequent breaks:   
very strange for us in beginning here …  after two hours, yeah 
“Break Time!”... “Tea Time!” … [laughs heartily] and two hours 
later, “Lunchtime!” … I mean .. how did you get the economical 
state of your country if, if, if no one really works here? [laughs] I 
mean no one's .. no one's doing anything (Edmund and Marjanna) 
This sense of having a superior work ethic to the English and to other ethnic minorities was 
widespread, especially among the Poles. The Polish, in particular, seemed to  be very aware 
of their reputation as hard workers, which they felt was in stark contrast to the work ethic of 
minority groups. These seemed to be singled out for harsh criticism and, at times, some 
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quasi-racist comments were expressed in interviews : 
We learn everything more quicker …. We just, .. doing properly, 
because when we doing something we thinking. ... And that's why 
the English people want to hire Polish people, not Indian people. 
The Indian people they even, they have to really, really learn here 
everything. Because, I know how in Indian is. In India it's really not 
good country and everything, they are not I mean .. education. 
(Cecylja)  
My workplace, Polish people are very good workers, yeah? That is 
why many Polish people work in UK and just, when something is 
broke up, Polish guy comes and [makes a swishing noise] it's 
working, yeah? And in hospitals for example, there is a lot of, uh, 
Indian, er from India, yeah? Why? [laughs] (Sebastian) 
 
Those who had taken on jobs at a lower level than those for which they were qualified, out of 
financial need (Section 4.2.3) with the expectation that something better would come along, 
eventually began to notice a change in their self-perception, which required them to reconcile 
their own self-image. This often resulted in a feeling of frustration when they began to sense 
that other people did not recognise their educational abilities:  
Celine, who had passed her teacher training but failed her qualification year, was working as 
a teaching assistant and felt frustrated that this led others to undervalue her educational 
worth: 
Some people here think, think I've got no education. On a par with a 
peanut, yes. (Celine) 
This was all the more galling for her since, despite working at a lower level than the teachers 
in her school, she knew in her heart that she was at least as capable of teaching as they were: 
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sometimes it's frustrating, because you go into lessons and I can see 
that teachers, who are now having teaching careers, are not very 
good .. are worse than  I was .. I was not allowed to carry on as a 
teacher - this is confidential isn't it? (Celine) 
A similar sense of feeling ill at ease with oneself as a result of pressure from the  looking 
glass self was evident in Marjanna’s account, in which a sense of self doubt came through:  
But if somebody .. tells you  all the ....  you know "You are not good 
enough" you starting to think about that like it's true, maybe I'm not 
good enough, yeah? Edmund always, always says “Just try believe 
in yourself. Just try to do something different and”  ... but [sighs] 
…..  everybody thinks if I work in coffee shop, I'm just .. I'm not 
smart enough, ... because I can't find something better (Marjanna) 
4.3.3. COPING TECHNIQUES 
Faced with monotonous job tasks, tiring and demanding work in a stressful environment, 
strained relations with co-workers and a conflict of selves, the migrants developed a number 
of coping techniques.  
One technique adopted by those who decided to continue in their menial jobs was to strive to 
become noticed by their employer in order to be singled out for internal re-assignment or 
promotion because of a good attitude: 
you need to try and show that you want to learn, that you want to do, 
it's not like they will come and offer just like that (Sofija) 
they offered me to second his duties -  part time, obviously, because 
I have other job - so I said "Well, why not?" So that's what I'm doing 
now (Edmund) 
or because of specialised knowledge: 
Andrzej, for example, as a vet, was very successful when breeding rabbits in the laboratory, 
and his success did not go unnoticed:  
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I change every job. I change more procedure for er better job .. my 
er ... for example … my mothers born 240 babies and maybe 3, 
maybe 5 babies is stillborn, is dead. Different people cycles born 
210 and stillborn 40, 30 .. my team leader tell me 'How, how did 
you, what you make when your born is better, every, everything is 
better."  … "I can't talk you I can write you." I write six page, every 
procedure which I make (Andrzej) 
Paradoxically, Andrzej  attributes his dismissal from the job to the threat he felt he posed to 
his supervisor: 
when every people, every people which boss don't like .. broken by 
him and out er this method yes, my team leader and my supervisor is 
er maybe scared (Andrzej)  
This view was supported by Stanislaw:  
If you are like blind and you do everything they .. want it's .. OK but 
if you er if you want to be more efficient, if you want to improve 
your job and you suggest something er many people didn't like it 
(Stanislaw) 
In these cases, the interviewees expressed frustration that their attempts to make themselves 
noticed by showing initiative seemed to backfire by irking those they reported to. This is 
discussed further in the Discussion Chapter under ‘Coping’. 
Another coping technique employed was evidenced by a willingness to invest in training in 
order to increase one’s career capital. The importance of English language training has been 
referred to above. In addition to this, four of the interviewees, at times at their own expense, 
enrolled for a course of study or undertook vocational training courses which they felt would 
enhance their job prospects. 
Stanislaw, whilst visiting his family in Poland over the Christmas period, paid for a training 
course as a forklift driver. He was motivated to do so as he knew that there was opportunity 
in the factory in which he worked in Loughborough for more lucrative work driving forklifts 
than in his current job: 
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erm I made my forklift licence in Poland, so you know, I paid for 
that … between, er between Christmas and New Year’s day er 2006 
at Christmas ….. sometimes you have to, you know, sacrifice 
(Stanislaw) 
Gabriela, who showed a great thirst for knowledge, having enrolled on both English and 
Arabic classes, was also keen to build on the experience she had had working as an intern for 
the UN in Brazil : 
I already got a place in the University of Leicester to post graduate 
in International Security, to starting next September. (Gabriela) 
Sofija, like Stanislaw, was willing to invest her own money in her education by funding a 
course. Having been promoted into an administrative position, she was looking into the 
possibility of self funding a management course in order to try to apply for a position as an 
account manger in the same company: 
The thing is, not usually you get like [funding] that from company, 
you need to find a company who will be, who would like to do that, 
but it's more easier if you do it on your own and then you can get a 
better job. (Sofija) 
Brigita was enrolled on a conversion course for medical professionals wanting to work in the 
NHS. In addition, she had taken on unpaid voluntary work to enhance her CV and help her to 
find a suitable job. 
A third coping technique was self-employment. Although only one of the interviewees 
(Pawel) successfully set himself up in business, Celine worked on a self-employed basis for a 
publisher and on a contract basis as an interpreter. Edmund and his wife Marjanna mentioned 
the idea of setting up a business together, explaining that a restaurant serving Polish dishes or 
a delicatessen offering imported Polish food would be a viable business proposition. For all 
except Pawel, however, the sacrifices and demands such a choice entailed were currently not 
an option, given the desire for steady employment and the difficulty of obtaining credit. 
However, the possibility of setting up a business should they decide to remain in the UK was 
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in the back of their minds. 
we were thinking of starting some kind of a business here we just 
need money for that and to have money you either take a loan or 
something but then again being a Polish doesn't make me easier to 
get a loan for that (Edmund) 
Pawel, however, having seen his first business succeed beyond his expectations, was already 
starting a second one . He had been surprised to discover his entrepreneurial streak and had 
succeeded in the area of painting and decorating, one in which he had no prior experience: 
it's now 5 people employed in full time and four people self 
employed who we work with and it probably will expand into about 
two, three more, which will be about 12 people this year. 
 (Pawel) 
After this initial positive experience,  he began to think of other business possibilities, and 
was co-investing in : 
.. a relocation company, like people who like to relocate to Poland, 
preferably it would be both ways…  And it's more and more people, 
actually emigrating to Poland, so.. What we've done with this other 
business, we've got a website at the moment and we started doing 
some networking and meeting and things like that .. (Pawel) 
Pawel had taught English prior to coming to the UK and, at the time of interviewing, had 
been here for two and a half years. These factors seemed to give him the confidence to 
become an entrepreneur. The fact that he was also in a permanent relationship with an 
Englishman perhaps also helped him to gain the confidence and know-how needed for such a 
step. 
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4.3.4. CHANGING JOBS 
The interviewees, as mentioned in, were often forced through lack of funds to take on a 
temporary job. Once they had managed to obtain some form of temporary employment and 
earn enough to survive, however, they set their sights  on procuring permanent employment. 
The desire to find permanent or at least longer term work was mentioned by eight of the 
interviewees.  
Their job search strategies, though perhaps not explicitly acknowledged during the 
interviews, seemed to prioritise certain factors.  
An awareness of their career capital (especially English language skills) which, as noted 
above, helped to prevent them from seeking more suitable work, also served to give them the 
courage to seek other jobs. Thus, Ona wasted no time in cashing in on her relatively 
advanced English language skills in order to escape from the disappointment she felt after 
taking up the job in the Lincolnshire onion fields which she had procured in Lithuania:  
In the onion fields, for a box, you can get five pounds so ... in a day 
... let’s say four boxes ... twenty pounds ... plus they’re taking the 
money from the travelling, from the house and everything like that. 
So when I went there I said ‘No way. I’m not going to do that.’ .. I 
didn’t stay in that agency cos I said “Listen I know .. English. I’m 
going to go to the job centre. I’m going to look for a job somewhere 
else. I’ll find it. It doesn’t matter where. (Ona) 
However, Valeska was frustrated at the range of jobs available to her. 
the same day I found in, I work a job in warehouse. It was like from 
rain to under gutter, [=out of the frying pan, into the fire] yeah? 
From [care] home to warehouse, it was a similar job (Valeska). 
Such frustration may persuade migrants to return to their home country, should they feel that 
there is no further escape possible.  
The desire for permanent work was not the same as the desire for work commensurate with 
their qualifications and abilities. The former was seen as necessary for financial survival, 
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whereas the latter was a more distant aspiration, and one for which it was not uncommon to 
feel unready. An awareness of their lacking career capital (Section 2.4)  (especially English 
language skills) served to hold them back from seeking more suitable work and a reluctance 
was shown to risking losing what one already had. 
Jiri, the eldest interviewee at 56, had been in the same job since arriving two years previously 
and was very concerned about losing it. Although he found the work very demanding 
physically, he was not interested in alternatives: 
I am quite afraid about the tax because in the new work you must 
work for several months before receiving contract and it's going 
worse and worse now this situation yes for the foreign nations here, 
mostly for the Polish because the Polish are the most frequent 
nationality. So, I do not think about the change, I will be in this work 
till I will not be dispelled. (Jiri) 
Marjanna, who was becoming increasingly frustrated at the inability to use her new degree in 
Accounting, was torn between leaving the coffee shop she worked in and the relative security 
it offered: 
I'm really tired when I come back home and Edmund always says 
"OK, Marjanna, you need to find something different because you 
drive me crazy with that job. Just try to, to find something better. 
Just do it for yourself." And it was good excuse for me "But 
Edmund, you know, it's permanent work, if I find something worse 
it will be .. worse for us, yeah?" (Marjanna) 
Sofija, who was promoted out of the blue, felt an initial pang of panic on the appointment: 
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They just push me into it, actually. He was, like, we change the shift, 
yeah and I came back from my day off and they just said "That's it, 
you're not working here anymore, you're going now to the office." I 
said, er, "I don't know anything about it, what it is, why, what's 
going on?" Like it was quite shock for me and they said "Yeah, we 
can see that you can do it and just, and person is leaving in two days 
so you just need to take over." I said "OK". Yeah and I thought "Oh 
God, I don't want to go, I like my job where I am. I'm not important, 
but I do like it." (Sofija) 
Cecylja, who had been able to find some temporary work in Leicester more suited to her 
administrative background, decided instead to accept an offer of a permanent post in a 
canteen, arguing that the permanent nature of the job was more important than the nature of 
the work itself: 
.. my friend just called me and I can doing a job in a canteen, just 
work for that company. And then she said this is a job from they say 
permanent job. You've got everything, holiday, everything. And that 
was for me what was important, have a permanent job. Because, in 
Poland I've got a mortgage for my flat and I have to pay that and 
then, ... for that I've got a job, every day and not just you know, 
waiting for a call from the agency "Oh you cannot go to work today" 
or "Maybe you can go". That was for me very important and that's 
why I just agreed to that. (Cecylja) 
For Edmund, who was successful in finding a job which utilized some of his IT skills, the 
sense of security it offered by dint of being permanent was a major attraction and enabled 
him to keep his options open: 
I just came over here .. found job. "Yeah why not? I might stay 
here." Now when I do have a permanent job I'm thinking of staying 
for some time just because this country suits me now (Edmund) 
Sebastian had a definite plan to leave after six months or so, once he had saved enough to 
join his girlfriend in Amsterdam, and begin his Master’s degree in  Musicology there. 
However, he was very aware of the possibility of staying longer should he so wish: 
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its an open [contract]. I can stay here, I think, many years [laughs] 
… There's a lot of people who are working in this factory. For 
example, Kenya is 15 years. (Sebastian) 
Sofija was not happy to remain in temporary part time posts and was very proactive in 
finding a permanent post: 
I started in one agency, but it wasn't quite good, I had job maybe two 
or three times a week, it wasn't enough and then I just find agency .. 
where I went to, made my application form and I had the job and, 
you know,  … I get the permanent work, the proper work, from 
agency .. it was .. every day, which was good (Sofija) 
Veronika, whose post with the Council at the time of the interview required her to  monitor 
migrant workers in Lincolnshire and try to find solutions to their problems, also highlighted 
the lack of  full time work as an issue of concern: 
er, the main problem is, you know, to get as much work as possible 
… what is happening now is agencies are taking too many people 
and they're not supplying them, with, you know, like even 40 hours a 
week. You know, some of them working only four days and you 
know, when you don't earn as much, then so obviously it's concern 
(Veronika) 
4.3.5. SUMMARY 
The skill- and status- underemployment that they experienced in their jobs meant that the 
migrants had to cope with the demands of the physical nature of the work; the repetitive 
nature of the work; the stressful working environment; relationships with co-workers; and 
their own social perceptions in the eyes of others. They adopted several techniques to try and 
cope with these demands. These included trying very hard to make a good impression on 
their employers; undergoing training, especially English language training; setting up in 
business, and an ongoing search for more secure jobs , if possible ones which were more 
commensurate with their qualifications and experience.  
 142 
4.4. RESEARCH QUESTION 4 
How do nonwork and family factors affect their adjustment to living and working in the UK? 
A sense of surprise was evident when the migrants compared their prior expectations of the 
UK with the reality. This was most marked for those migrants who had not previously visited 
the UK. 
“I always wanted to go to the UK. I don’t know why. It was a kind 
of dream [laughs]…..It’s completely opposite, it’s so completely 
opposite of my .. imagination .. basically … from outside UK looks 
so .. great, so .. different but when you come here, I’m sorry, to say 
that, … the environment and the people over here ..when I came 
here I  said ‘Gosh, where I am? It’s really UK? It’s really England?” 
(Ona) 
I imagined that you had very high culture, because you were leaders, 
powerful. Yeah and inventions. You .. Western society was more 
civilised, more culture…  but .. It is like American lifestyle is like a 
drug, epidemic, … and people behave like, like majority in any 
society, in any group, like in television, they saw, yeah. (Valeska) 
Among the cultural differences the main one noted was a predilection for alcohol abuse by 
the English, which was negatively viewed by the interviewees: 
what I've noticed in Northampton people like to work themselves 
out for a week and then piss themselves out on the weekend and 
that's not my way of spending free time I'm just not fancying alcohol 
in very large quantities Looking at the .. looking at the behaviour of 
the British people you are drunks (Edmund) 
Every day I'm seeing people here drunk. They fight, they fight on 
public transport. I never seen a drunk man in a house before in 
Holland. I witness it here. (Kamal) 
and.. addictiveness for alcohol or socialising with alcohol with bad 
way. (Valeska) 
Such observations which stir up a general sense of distaste and even of revulsion, are 
important insofar as they restrict the migrants’ potential for socialisation. Repelled by their 
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English acquaintances they were less likely to mix with them and this had an affect on their 
progress in English as well as their general feelings toward the UK. As will be seen in 
Section 4.4.2 below, their relationships with their fellow countrymen were also not always 
amicable. Consequently, they could be said to be living on the margins of both the local 
community and their own community. 
Another noticeable reaction was one of incredulity to the multicultural nature of 21st century 
UK society. Migrants who had not given any thought to the location of their jobs and who 
had little or no experience or knowledge of the UK, were surprised to see a high proportion 
of ethnic minority groups and struggled to accept their presence. This further marginalised 
the migrant community. 
you can’t see white people over more than different .. I mean, ethnic 
groups and everything  ... it was bit surprising for me because I 
expected more white people over here [laughs] (Ona) 
Now I know, here it's the biggest population of Indian people here in 
England. But, it surprised me, really.(Cecylja)  
4.4.1. ABSENCE OF THE FAMILY 
The importance placed on extended family as “significant others” was evident in this study. 
This finding emphasises the importance of the family from an individual perspective both 
before and during migration.  
The lived experiences of the interviewees outside of work was clearly influenced by their 
family status. Six of the seven single interviewees and eleven of the twelve married ones had 
extended family back home. The two exceptions were Veronika, who had been joined by her 
parents and her brother in the house she had bought in Spalding, and Gabriela, whose parents 
came out from Brazil to help her with her three small children. In these cases, the extended 
family members returned to the home country when necessary, and there was an open 
invitation for other members of the extended family to stay if they wanted to seek work or 
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spend a holiday in the UK. 
[My father] I don't know if he will stay, he's planning to go in July 
again back, for Brazil to come back. My mother is coming to stay 
with me, definitely. But he's .. maybe he will come to stay like some 
part, some months he stay there, some months he stay with me. My 
sister is there also.  I say to he, "I want your life. You stay some 
months there, some months here, very good life". He's agree. I have 
one brother also, he's coming tomorrow .. to find work. (Gabriela) 
Veronika and Gabriela both expressed concern that their parents were finding it very hard to 
learn English.  
Veronika’s parents had struggled to keep their farm in Latvia going but had found 
employment locally despite their lack of ability in English: 
Er actually, my Mum and Dad and my brother is here now …. 
they're very happy here. Erm, Mum and Dad, they don't speak 
English very well. Mum is trying to improve her English. With my 
Dad it's much harder, because he's, erm, he's learned German before 
so that's why he's problems now. He picks up bits. I've taught him 
how to count, how to - the basic words, what he needs in the 
packhouse - they work in the packhouse like packhouse operative 
(Veronika) 
Gabriela tried to make her parents feel more at home by installing Brazilian cable TV: 
for them, what they .. what I .. noticed, the language is a problem. 
Because they .. but then I put the cable TV, they watch the Brazilian 
programmes (Gabriela) 
For the vast majority of the interviewees, however, the extended family were left behind. 
However, the relative low cost and rapid speed of travel to the home country, together with 
the freedom of movement they enjoyed, enabled the migrants to visit home easily.  
This assuaged any guilt they felt about missing family events such as weddings, and funerals 
and allowed them to visit sick relatives if necessary. 
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I've been just recently visiting grandma. She's not very well. And I 
went to my cousin's wedding. (Veronika) 
last year, for wedding my godson .. but … four days only. … I went 
.. to see my grandparents, because my grandparents very old people 
and I see them. (Isabella) 
Similarly, the two interviewees whose spouses had remained in the home country were able 
to visit, or be visited by, them frequently. The role of modern communication technologies 
also helped to keep them in touch. 
We have constant communication, so it's not big sacrifice or 
something. Like was in past, the past that you should send letters 
and they go .. 10 days. It's like we can communicate every day. 
(Valeska) 
For those interviewees whose spouse was living in the home country, technology played a 
large part in reducing the isolation they felt. 
4.4.2. OTHER MIGRANTS 
The six single interviewees in the study and the two married interviewees with spouses left 
behind found it financially necessary to share accommodation with others. Sebastian and 
Stanislaw were lifelong friends and had no problems sharing. Valeska shared with other 
migrants to save money, but had minimal contact with them: 
I live in accommodation house with different people, but in separate 
room and I don't speak to them. The Polish are my closest 
neighbours. … They are sitting, drinking, smoking, talking all the 
time and .. behave like pigs.(Valeska) 
Such isolation from the wider English speaking community outside of work had a clear effect 
on the development of the interviewees’ command of English, as put succinctly by Andrzej: 
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I live four months only myself, no Polish people, I working four 
months no Polish people. This progress [in the English language] is 
very very quickly, for me. After this four months, I live again with 
Polish people. My progress is kaputt (Andrzej)   
Conversely, Sofija, who had been staying with her boyfriend and his aunt, broke away soon 
after arrival and sought out others who spoke neither English nor Latvian: 
I changed the house that was quite different, they were mixed .. 
Portuguese, South African. The main language that you can contact 
with them is English, so whichever people can speak what kind of 
English they can, that way we were talking (Sofija) 
Interaction with co-workers outside of work was minimal. As a result, the interviewees 
socialised either only with those of a similar educational and national background to 
themselves, or with extended family already in the UK and their acquaintances. 
Edmund and his wife Marjanna, who both had family members living within a few miles of 
Northampton, found the behaviour of many of their fellow countrymen repugnant and so 
tended to move in very small social circles: 
I find that er  spending time with Polish people in this country is not 
suiting my level of er behaviour. A lot of them are behaving worse 
than they would do in Poland. The only people from Poland we just 
meet is closest friends we know here. We don't really meet new 
Polish people in this country (Edmund) 
This lack of empathy was shared by Cecylja, whose negative views on her compatriots 
echoed her stereotypical portrayal of ethic minorities. She also restricted her social circle: 
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most people from Poland who came here they are not educated and 
not want to learn even here English, or doing something higher and 
they are just, er, they are simply, really simply ….. But, 10% people 
want to do something more. Learn, you know, get more skills, 
qualifications, doing something more. And then come back to 
Poland with something .. The most people, they want to stay here 
and do nothing, because here it's really easy. Easier than in Poland, 
because, you earn money here, you just spend for a beer, it's like you 
know, that level ….. So, I'm not really happy with the Polish people 
here. I just got some friends, really really, few friends and that's it 
(Cecylja)  
Jiri, at 56, was unlikely to bond with the ex-flatmates of his 20-year-old daughter, with whom 
he stayed after his daughter had returned home to study. Their lifestyle choices were clearly 
at odds with his own: 
They are till now here but they are the kind of people which I must 
say I do not like very much .. I think that men .. must have some 
purpose in life and I do not like this phrase "I came to England to 
live and I do not want to work. I do not know what I will be doing 
next year. I do not know how long will I be here." … I do not like er 
this kind of Polish people … which are spending all the money for 
smoking, er, buying the food, er for buying the drug, for drugs, yes, 
so they are these kind, these two acquaintance with my daughter so 
I'm not living now with them (Jiri) 
Sebastian, who shared a house with Stanislaw, was comfortable with other educated Poles but 
started to avoid Polish people he did not know, as he found them rather preoccupied with 
work matters: 
many Polish people when we meet, for example, someone in 
supermarket, yeah? The first question: “Where, where are you 
working? How much you get paid for, for, for the hour?” or 
something this. It's a stupid question, yeah? It's the first, not like 
"How are you?" "What are you doing?" for example, oh.. normal 
conversation. But no. "How much?" "Where?" OK. [laughs] And 
just, wow. "Sorry, I just want to buy something." (Sebastian) 
Polish communities were well established in all the venues in which the interviews with the 
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Polish interviewees took place (Loughborough, Leicester, Northampton, Manchester). 
However, the Polish interviewees were not interested in mixing with the Polish community 
who had emigrated just after the Second World War, and did not frequent the Polish 
churches.  
The existence of community associations for the non-Polish interviewees varied depending 
upon nationality and venue. Only Brigita made reference to her national association, which 
she took advantage of to help her children gain experience of performing in concerts: 
'There is a Lithuanian Community who needs er some young people, 
performing people, as my children. My daughter is violin player and 
er she can play piano as well and my son he came here he plays 
accordion and piano and they say they need these people, so we 
went and we had Easter Concert, you know, with the UK band and it 
was lovely. Everybody was happy [laughs] (Brigita)  
4.4.3. SUMMARY 
The migrants were faced with the need to adjust to both work and nonwork situations. Their 
adjustment was affected by nonwork and family factors, with beneficial effects on significant 
others, particularly children, offsetting negative aspects of the job to a degree. Their 
migration had an impact on both their nuclear and extended family both here and in the home 
country. Their nonwork adjustment was also affected by marginalisation from UK society but 
also from other migrants, whom they considered to be of a lower social class than 
themselves. This was especially the case with the Polish migrants. 
Having examined the experiences of the interviewees in each of thee four areas, it is to a 
discussion of how these factors combine that we now turn. This discussion will provide us 
with a clearer understanding of the experiences of such migrants during their time in the UK, 
and so make a contribution to the careers literature by providing new insights into new forms 
of international working. 
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5. DISCUSSION  
5.1. INTRODUCTION 
This chapter brings together the research objectives and questions set out in the Introduction 
and the findings set out in the previous chapter. It addresses each of the research questions in 
turn, analysing to what extent they have been answered.  
The first research question in this study asked what the factors were which influenced the 
migrants to come to the UK to take up or seek work. In order to answer this question, the 
push and pull framework (Lee, 1966) was adopted in order to identify the forces which 
attracted them to the UK or repelled them from their home countries. This section comments 
on the findings reported on in Section 4.1 and discusses the value of this framework in 
analysing the migrants’ motivations. 
5.2. MIXED MOTIVATIONS 
In the analysis of the motivations which lay behind the migrants’ decision to leave their home 
countries and to come to the UK to work, a number of push and pull factors were identified. 
As was to be expected from previous studies of similar migrants examined in the Literature 
Review, (Cook, Dwyer & Waite, 2011; Trevena, 2006; Drinkwater, Eade & Garapich, 2006; 
Currie, 2006; Spencer et al, 2007), the most visible of these were financial incentives. The 
widespread mention of finances as a motivating factor ( by fourteen of the nineteen 
interviewees) reflected a number of reasons. These included an urgent need for money due to 
debts or family pressure; a desire to accumulate funds to sponsor ongoing or future studies or 
investments; a desire to earn enough to be comfortable without having to work long hours; 
and a desire simply to be able to work at all and earn a living. Money, then, was both a push 
factor, insofar as lack of money served as a driver to look for work overseas,  and a pull 
factor insofar as the prospect of being able to command a higher financial reward in the UK 
loomed high as a motivator. 
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However, there was clear evidence from the interviews that financial considerations do not 
necessarily dominate the decision to come to the UK. This resonates with the claim that 
financial incentives are only one force among many in a much more complicated picture of 
motivations of A8 migrants in the UK than is frequently assumed in the popular psyche 
(Cook, Dwyer & Waite, 2011; Bell, Jarman & Lefebvre, 2004; Schneider & Holman, 2009; 
McKay & Winkelmann-Gleed, 2005 ;Trevena, 2009). Apart from the fact that five of the 
nineteen interviewees did not refer to money at all when explaining their motives in coming 
to the UK, six of those who mentioned financial incentives as playing a role in their decision 
to come to the UK also mentioned non-economic factors such as a desire to explore a new 
culture or to learn English. The possibility of improving one’s education, or of providing an 
opportunity for one’s children to get a better education was mentioned by six interviewees  as 
a key factor in their decision to come here, with financial incentives a minor factor.  
The importance of non-economic considerations instead of, or alongside, financial ones  in 
the analysis of the motivations of a group of individuals often referred to as “economic 
migrants” should not be overlooked.  Should government bodies or employers in the UK 
wish to attract more migrant workers to fill positions here, they may be well advised to do so 
by giving some consideration as to how non-economic factors can be enhanced, rather than 
concentrating solely on economic factors. Since the interviewees were conducted, the fall in 
the value of sterling against many Eastern European currencies has prompted reports of a 
mass exodus of A8 migrant workers. It is beyond the scope of this study to examine the 
veracity of such claims. However, the study makes a tentative suggestion that a proportion of 
the migrants might be less affected by such economic obstacles as fluctuating currency rates 
if other strong pull factors, such as the availability and cost of educational opportunities, were 
made more affordable and attainable. 
The decision to come may also have been affected by a sense of not wanting to miss out on 
an ‘adventure’. This was true of four of the nineteen interviewees - Schneider & Holman 
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(2009) found that a similar proportion of their interviewees  expressed the notion of 
‘adventure’ as a motivating force. Even among those interviewees who did not explicitly 
mention adventure as a motivation, the freedom of movement within the EU which they 
enjoyed played a significant role in their decision to come to the UK on an open-ended and 
non-binding basis. Since they did not need to decide in advance how long they would stay, 
the interviewees could dip a toe in the water. Edmund decided to stay with his sister and “see 
what happens” (Section 4.1.3.2), Pawel and Sofija both accompanied friends here who were 
keener than they were to settle, (and who ironically left quickly). Jiri objected to this attitude 
of  "I came to England to live and I do not want to work. I do not know what I will be doing 
next year. I do not know how long will I be here." (Section 4.4.2) among his younger 
compatriots. This ability to come to the UK ‘on spec’ with the ability to return home easily 
and cheaply, underlies Favell’s (2008) claim that migrants from A8 countries should not be 
studied using the mindset of more traditional immigration studies, since they are actually 
‘free movers’, who frequently return home for short trips (Drinkwater, Eade & Garapich, 
2006).  
The importance of the freedom of movement which the interviewees enjoyed is also reflected 
by the decision of thirteen of the interviewees to come to the UK without having first 
arranged a job. The six interviewees who had arranged a job prior to departure were to 
change jobs soon after arrival, in one case immediately. As was mentioned in the Literature 
Review, Felker (2011) found that the educated A8 migrants in her study typically did not 
research the job market before departure. The present study supports that finding and notes 
that migrants did not pay much attention to the geographical location within the UK in which 
they were placed by agencies in their home countries. Those interviewees who were placed in 
UK jobs by home country by agencies gave little or no consideration to the location of their 
work here, failing to take into consideration regional differences in the UK in terms of labour 
market composition, unemployment rates or relative costs of living. Similarly, they showed a  
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lack of awareness of the proportion of ethnic minorities within the workforce.  
The ad hoc nature of the geographical placement of the migrant workers in the UK reinforces  
Felker’s (2011) claim that employers in regions with specific skill shortages are missing out 
on potentially valuable employees.  The arbitrary choice of destination which the migrants  
make does little to alleviate the possibility that they will end up in a situation of skill- and 
status- underemployment. 
The migrants’ decision to take up or seek work in the UK was also brought about as a result 
of push factors. The findings support the claim by Kazlauskiene and Rinkevcius (2006) that 
the decision to migrate was most prevalent among those who had been unable to find 
employment and those who were only in temporary employment. Five of the interviewees 
stated that their inability to find any work at all in their home country played a major role in 
persuading them to seek work in the UK. The same number cited dissatisfaction with the job 
which they had been doing prior to departure for the UK as a factor in persuading them to 
leave their home country.  Although the impermanent nature of the home country job did 
exert an influence, there was also some support for the role of skill- and status- 
underemployment in the home country job as exerting a push factor. Although the small 
sample precludes pursuing this line of enquiry, it would be of potential interest to ascertain to 
what extent being overeducated for a home country job makes potential migrants more likely 
to settle for a job in the UK which does not utilise their qualifications and experience. 
In four cases, the sense of disillusionment was not restricted to aspects of the work 
environment but extended to the nonwork environment also, such as a feeling that life in the 
home country outside of work had very little of interest to offer. The majority of research into 
expatriate adjustment seems to be centred around work factors (Grinstein & Wathieu, 2008; 
Andreason, 2008). This finding suggests an interesting additional source of enquiry into not 
only how individuals adjust to nonwork factors into a new country but how such factors 
persuade them to initiate a move in the first place. 
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Although the separation of motivating factors into “push” and “pull” factors is a longstanding 
and useful distinction, it is not always straightforward to separate pull and push factors as 
these are often intricately interwoven. For Andrzej and Stanislaw, for example, the ‘pull’ of 
‘good money’ in UK jobs was an antidote to the ‘push’ of a pressing need for finances. As 
discussed in the Findings chapter, Andrzej was in serious debt and had left Poland under a 
cloud, while Stanislaw was eager to get together a large sum of money as quickly as he could 
in order to fund his mother’s cancer operation. For Brigita, the desire to give her children a 
better education was driven by the pull factor of world class education such as that her 
daughter later enjoyed at the Birmingham Conservatoire.  However, it was also sparked by 
the lack of such opportunities for her children in Lithuania. Gabriela explained how the 
religious harassment she had suffered in Brazil after converting to Islam (Appendix 1) pushed 
her towards emigrating and also how the possibility of learning Arabic and helping her 
children to learn Islamic teachings in Leicester had exerted a strong ‘pull’.  Thus, despite the 
convenience of the push and pull framework (Lee, 1966) it is artificial to separate the two 
sets of driving forces in real life examples.  
Another factor which played a role in persuading migrants to come to the UK was the 
existence of family and friends already in the UK. As pointed out in the Literature Review,  
Boneva & Frieze (2001) argue that such a network is not enough to trigger the decision to 
migrate. However, the Findings show that its influence should not be underestimated. There 
are several examples of interviewees being persuaded to come to the UK by friends and 
family already here. Edmund explained how his sister had bought him a ticket  to the UK and 
so made up his mind for him. Jiri explained how he had had his accommodation arranged by 
his daughter who had just returned to her home country. Juliana and Ricardo “caught the next 
plane” after hanging up the phone on friends in Boston, who persuaded them to leave their 
gruelling jobs in Germany to seek work there. Kamal sacrificed a high flying job with 
Médecins Sans Frontières in Den Haag at the insistence of his wife who simply wanted to be 
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near to her family members in the UK. Sebastian’s decision to come to the UK to raise 
money for his future Master’s study in Holland crystallised after his lifelong friend Stanislaw 
invited him over to Loughborough. Sofija was reluctant to come at first until offered 
accommodation by her boyfriend’s aunt in the East of England.  In all these cases, the 
support, even cajolement, of friends and relatives in the UK seemed to bring about a tipping 
point in the decision to move here. 
As McKay & Winkelmann-Gleed, 2005 point out, a decision such as that of leaving one 
country to seek work in another is the culmination of a complex mixture of many factors. For 
example, Valeska was motivated by a desire to leave Poland and to escape a life of 
unemployment (‘push’); a plan to earn money (‘pull’); a wish to learn English (‘pull’) and the 
pursuit of adventure (‘pull’). Edmund was attracted by the possibility of earning money 
(‘pull)’ and a dislike of the long hours and travel involved in his previous job (‘push’). Yet 
his decision to move only came about as a result of his sister’s intervention in sending him a 
ticket to stay with her in Northampton.  
Such real world complex cases suggest that the ease and simplicity of the push and pull 
framework in analyses of migrants’ motivations to come to the UK need to be balanced 
against the “…complexity and multi-levelled nature of explanations for international 
migration” (Robinson & Carey, 2000:89). 
Yet, such a move is not one that every potential migrant will make. Lee (1966) stresses the 
force exerted by previous experience of migration in persuading people to commit to a move. 
This is reinforced by Drinkwater’s (2003) findings that the willingness to move of individuals 
who have spent any time living abroad is significantly higher than those who have not 
previously lived outside of their home country (Section 2.4.2).  Around a third of the 
interviewees mentioned previous visits to the UK (Section 4.1.3.2) , with a further three 
mentioning having spent time in other overseas countries. Thus, almost half of the 
respondents attributed time spent outside of their home countries with the decision to come to 
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the UK. What is important in such cases is the migrant’s perceptions of familiarity with the 
UK. In reality, the UK they had visited may be far removed from the UK in which they now 
find themselves. For example, in the Findings, Celine cited her familiarity with the UK as a 
result of an exchange with a pen friend “in year nine”. Clearly, much had changed in the 
intervening 20 years or so. Yet her warm memories of that time made her more amenable to 
the idea of coming here to work. 
Again, the influence of the freedom of movement enjoyed by EU citizens cannot be 
underestimated. The Literature Review highlighted the need to take the conditions and 
determining factors that affect people’s choices and opportunities to move into account 
(Ferro, 2006) and cited Carling’s (2002) model. This focussed on the reasons why those who 
wished to migrate may not be able to do so due to a combination of macro factors (the 
socially constructed meaning of migration and the emigration environment, consisting of the 
historical, social, economic, cultural or political setting which encourages or discourages 
migration) and micro level factors, (such as gender, age, family migration history, social 
status, educational attainment and personality traits). There is scope for a model such as 
Carling’s to be devised which examines the factors enabling, rather than restraining, people’s 
decisions to move. Thus might address the role and influence of macro factors such as  EU 
membership and the ‘eurostars’ mindset (Favell, 2008) and micro factors such as prior visits 
to the UK, in encouraging a move. 
5.3. TYPOLOGIES OF MOTIVATION 
The Literature Review made mention of several studies of A8 migrants (Trevena, 2006; 
2010; Drinkwater, Eade & Garapich, 2006; Duvell and Vogel, 2006) in which an attempt was 
made to create a typology based on their strategy and intentions. This study contends that, 
given the frequent changes in planned length of stay which migrants undergo after arrival 
(McKay & Winkelmann-Gleed, 2005), such plans may evolve no before but after arrival. 
This implies that we should be cautious about ascribing premeditated strategies to the 
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migrants’ actions.  
For a minority of the interviewees, those with a clear strategy and intended period of stay, 
such strict categories would initially appear to be a helpful way of categorising them. Julian 
& Ricardo set out to pay off  a mortgage in three years then return home. Sebastian gave 
himself a time limit in which to save enough to do a Master’s in Amsterdam. All three were 
adamant that they would leave the UK shortly. However, the snapshot nature of this study 
leaves open the possibility that they may decide to stay on, perhaps having found a job which 
is more lucrative, enjoyable or challenging. This is a drawback of a non-longitudinal 
approach.  
The importance of time to an understanding of the migrants’ career experiences is crucial. In 
our examination of Career Transitions,  Sullivan (1999:474) pointed out that “The meaning 
of one job at one point in time lacks context.” For many of the interviewees, it is hard to 
identify the context of the work they were doing at the time of the interview. For them it 
might represent a temporary stopgap job whilst they seek more desirable work, a job they are 
happy to stay in for the long term or a horrible but necessary means of survival from which 
they decide to escape by leaving the UK. Without a longitudinal approach, it is impossible for 
us to ascertain what route they will follow. The temptation to group individuals together 
based on a temporary stage in their career search should be resisted if we are to accept that 
they may end up following very different paths. 
In the Literature Review, we saw that overeducated employees have been found to be more 
likely to seek a job change (Robst, 1995; Sicherman, 1991). The interviewees’ accounts 
(Chapter 4) of when and why they changed jobs seem to suggest that the situation in which 
they found themselves at the time of the interview was more the result of an ongoing 
development process than that of a premeditated plan. The freedom of movement which EU 
citizens enjoy enables them to stay on as their initial intentions change. This ability to vary 
one’s intended length of stay, to experiment whilst here in a variety of jobs and nonwork 
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situations, empowers migrant workers to develop new and unexpected goals and plans whilst 
here, which may differ greatly from their original intentions before departure.  
 
Pawel, for example, initially came over to accompany a friend who left soon afterwards, 
intending to return after the summer break. His main motivation in coming and staying on 
after the summer was that it was a bit of an ‘adventure’. His decision to set himself up as self-
employed in a field (painting and decorating) of which he had no prior experience, came as a 
shock even to himself and did not reflect a prior intention before departure.  His nonwork 
situation also changed when he found a life partner, which also changed his intended length 
of stay. 
Similarly, Edmund explained how he had arrived at his sister’s insistence claiming that “I've 
never had that [looking for work in the UK] on my mind. I just came over here .. found job. 
"Yeah why not? I might stay here”. Once he had found a permanent job which utilised some 
of his skills and experience, however, he stated that “I'm thinking of staying for some time 
just because this country suits me now.” It is hard to envisage how this shift in focus and 
strategy which Edmund undergoes would fit into preconceived categories within a typology. 
To allow for an understanding of how his attitudes and goals changed during his time here 
would necessitate allowing for the possibility that he set out as one type of migrant and then 
became another. 
He, and many others like him, are primarily affected not by a pre-existing set of 
characteristics which identify them as a member of a group, but by the nature of the jobs that 
they obtain. Given the effects of skill- and status- underemployment on migrants’ identities, 
any such typology would need to enable us to know how failure to find  a permanent, 
fulfilling job would have affected Edmund’s outlook. It seems likely that he would be 
classified as belonging to a different category in a migrant typology if he had been 
interviewed just before he found his present job.  
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Therefore, this study echoes Duvell and Vogel’s (2006) critique of typologies as consisting of 
ideal categories into which actual migrants may not necessarily fit. Over time, the complexity 
of the ongoing motivational forces being experienced by migrants, and especially the change 
in outlook they experience when finding work which they regard as more suitable, render 
such typologies too rigid.  Rather than fit migrants into neat categories, this study argues that 
each individual’s outlook will be affected by their experiences. As Louis (1980) points out, 
the way in which individuals react to such changes in their lives will vary. Such experiences, 
especially that of finding a job which appeals, may persuade those who planned to stay long 
term but who grew disillusioned to leave early or those who arrived with a sceptical mindset 
to stay on for longer. There is clearly a need for more longitudinal studies to illuminate such 
cases. 
5.4. BARRIERS 
The second research question asked what barriers the migrants faced in finding work 
commensurate with their skills and qualifications. The main reasons identified were a lack of 
English language skills, a reluctance on the part of agencies and potential employers to 
recognise non-UK qualifications and experience, and a lack of funds sufficient to finance a 
long job search. This section comments on the findings reported on in Section 4.2 and 
highlights the issues these raise. 
An inability to function linguistically at a professional level has been seen to create a barrier 
to employment of otherwise suitably qualified and experienced candidates (Lianos, 2007; 
Patrinos, 1997; Nielsen, 2007: Liversage, 2009; Bauder, 2003; Kler, 2006; Green, Kler and 
Leeves, 2007; Waddington, 2007; Battu & Sloane, 2002; OECD, 2006). This problem has 
also been identified among migrants in the UK, (Trevena, 2006; Currie , 2006: bSolutions 
2005) especially among older migrants (Battu and Sloane, 2002; Dustmann and Fabbri, 
2003).  It is beyond the scope of this study to ascertain whether the level of English on arrival 
affected the migrants’ ability to obtain more challenging jobs, since to determine that would 
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require a longitudinal approach. What is clear, however, is that those interviewees who were 
successful in obtaining more challenging jobs stressed the need for good English, whether 
this was obtained prior to arrival (e.g. Celine, Pawel) or subsequently (e.g. Sofija, Veronika) 
as an important aspect of their success.  
Others’ failure to improve their command of the language significantly was not always the 
result of a lack of motivation. As shown by Spencer et al (2005) the migrants with the 
greatest need to improve their English tend to take on menial jobs with shift patterns which 
make it very difficult for them to attend classes. This creates a vicious circle in which their 
English fails to improve, meaning that they are unable to enhance their language ability 
sufficiently in order to obtain any other employment. In Section 4.2.1, Jiri, Sebastian and 
Valeska all expressed difficulties in attending classes because of their work schedules. 
Cecylja saw one of the main benefits of her permanent canteen job as being able to attend 
English classes regularly. Those interviewees who lacked confidence in their English ability 
were happy to take on menial work if this gave them the opportunity to attend English 
classes. Both Sofija and Veronika put a great deal of effort into learning the language and 
ascribed this as a key reason for their success in obtaining a promotion and a council job 
respectively.  
The interviewees also took steps to improve their command of English outside of the 
classroom. As was pointed out in  the Literature Review, educated migrants are frequently 
unable to spend any time with educated native speakers (Spencer et al., 2007) and may shun 
the company of less educated locals and workmates (Trevena, 2009). For example, in Section 
4.3.2, Stanislaw felt uneasy alongside his “ lower class [colleagues, who] laugh at me 
because I read a book on the break ….. maybe … I'm not living in my correct class”. 
Edmund, Kamal and Brigita all expressed repulsion at locals’ binge drinking (Section 4.4.2) 
and spent little time with native speakers. 
Some individuals mentioned that distancing themselves from their fellow countrymen was an 
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effective aid in learning English. Andrzej reported how he had progressed rapidly in his 
command of the language in the four months which he had spent living apart from his 
compatriots and that this progress had been stemmed when he moved in with his fellow Poles 
again. Sofija was determined to improve her shaky English and so moved in with non-native 
speakers with different mother tongues to her, forcing English to be used as a lingua franca 
between them. 
As discussed in the Literature Review, professional associations and hiring bodies may find 
fault with immigrants’ credentials and create barriers preventing them from entering their 
chosen profession (Bauder, 2003; Currie, 2006). Pemberton (2008) found that employment 
agencies in the North West of England pushed migrants into accepting initial ‘foot in the 
door’ unskilled work offers which did not take account of their skills. This was certainly 
evident in the accounts given by some of the interviewees. Marjanna and Edmund expressed 
frustration at the dismissive treatment they received in Northampton employment agencies 
and Pawel found it impossible to convince Manchester employers and agencies of the value 
of his Polish teaching credentials (Section 4.2.2). 
The migrants’ ability to find jobs at their educational level was also hindered by their lack of 
funds. Those who arrived without a job arranged soon found their financial resources 
dwindling. Andrzej, for example, explained how he soon finished all the money he had 
brought with him -  £300 - in London and so had no choice other than to take any job he 
could get. Kamal eventually became resigned to the fact that he would have to compromise 
on the nature of the job he took on if he were to be able to survive financially in the short 
term. Such cases reflected the finding in the Literature Review that workers may temporarily 
accept jobs for which they are overqualified because of the costs involved in finding a more 
appropriate job (Johnson, 1978; Jovanovic, 1979). The danger here is that if the temporary 
job gradually becomes a long-term job, the negative effects of overeducation are more likely 
to be felt. There is some indication in the Findings that, once employed, the migrants found it 
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difficult to search for other jobs, often due to the antisocial hours they were working. To gain 
a fuller picture of how overeducation becomes a permanent rather than a temporary 
phenomenon in the lives of educated migrants such as those in this study is again something 
which can only be ascertained by a longitudinal study. 
5.5. COPING 
The third research question asked how the migrants coped with the skill- and status- 
underemployment in the jobs they took on. The adjustments which the migrants had to come 
to terms with were listed in the Findings as: the physical nature of the work; the repetitive 
nature of the work; the stressful working environment; relationships with co-workers; and 
their own social perceptions in the eyes of others.  This section comments on the findings 
reported on in Section 4.3 and highlights the issues these raise. 
In the Literature Review, we examined Louis’ (1980) typology of transitions, identifying 
three common features – change, contrast and surprise. Changes were defined as objective, 
clear and often predictable differences, whereas contrasts were explained as the subjective 
experience by the transitioner of the changes, thus an internal perspective as opposed to the 
external perspective of changes. By surprises were meant the differences between an 
individual’s anticipations of future experiences and the actual events. Surprises are positive 
or negative subjective appreciations of the differences between one’s expectations of a new 
role and one’s subsequent actual experiences.  
This emphasis on the subjective experiences of transitioners is important to an understanding 
of the migrants’ lived experiences during their Interprofession Transitions (Louis, 1980) in 
which they changed from one profession to another, and were placed in in a different, or 
‘foreign’ culture with a different terminology, altered interpersonal and professional 
interactions, and an unfamiliar sense of professional identity.  
In contrast to most studies citing Louis’s (1980) model, however, (Black, Gregersen & 
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Mendenhall 1992; Harvey 1997; Hippler 2000; Blau, 2000; Thompson & van de Ven, 2002; 
Ebaugh, 1988; Kulkarni, Lengnick-Hall & Valk, 2010; Bruce and Scott, 1994) the present 
study seeks to understand how the migrants adapt to downward transitions, an aspect which 
has not received much attention in the careers literature (Newman, 1999; Slay, 2006; Rooth 
& Ekberg, 2006; Remennick, 1999; Miller, Haskell, & Thatcher, 2002).  
Such transitions often result in a decrease in self esteem (Trevena, 2010; Zikic et al, 2010) 
which is exacerbated by real or imagined perceptions of our looking glass selves (Cooley, 
1902) and by the effect of a low social status within society (Johnson, 2000). As migrants 
continue in their jobs, and begin to sense that there may not be a way out of such 
employment, they may develop a reduced self image as their looking glass self begins to 
assert itself over their own self image (Trevena, 2006). This is seen for example in 
Marjanna’s self questioning of her ability to hold down a job other than that of a coffee shop 
waitress despite her accountancy degree, in Andrzej’s gradual depression after losing his job 
working with animals and the last hopes of putting his veterinary degree to any use here and 
in Celine's frustration at not being allowed to teach when her colleagues were so ineffective 
in the classroom.  
Nicholson’s 1990 Transition Cycle Model (Nicholson, 1990) appeared at first to be a suitable 
tool for analysing the downward transitions experienced by the migrants, as it allowed for the 
potential of failure in transitions. However, Nicholson’s model was not developed with non-
organisational transitions in mind. It appears less applicable to cases in which the degree of 
change is not within predictable organisational boundaries. Further, it ignores many essential 
aspects of geographical relocation, such as family pressures and linguistic challenges. There 
is scope for an enhanced version of the model which would enhance the existing aspects by 
adding the ability to account for the extra layers of complexity encountered by migrant 
workers seeking or taking up work overseas which are brought about by the cultural changes 
they face and the downward transition they undergo with its effects on their sense of self 
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esteem and identity. 
There were three major reasons why it was felt that Louis’ (1980) model was best suited to 
this study. Firstly, the simplicity of the model exerted a strong appeal. It encapsulated three 
very simple but compelling criteria for the study of any transition: change, contrast, and 
surprise. This toolkit seemed to offer the researcher more flexibility than other models 
examined. Secondly, as mentioned in the Literature Review, Louis’ model has been seen as 
relevant in a large number of studies of expatriate adjustment studies (Black, Gregersen & 
Mendenhall 1992; Harvey 1997; Hippler 2000; Kulkarni, Lengnick-Hall & Valk, 2010; 
Mendenhall et al, 2008). As such, it was clearly of relevance to non-domestic transitions, 
whereas other models, noticeably that of Nicholson, were more centred on domestic 
transitions. Thirdly, in contrast to Nicholson’s model, Louis’ model is not primarily focussed 
on organisational transition. Since the migrant workers in this study were not transitioning 
between or within organisations., it was felt that Louis’ model would allow for more 
flexibility in the study of their transitions.  
One aspect of the interviewees’ frustration at being overeducated was expressed as a 
determination to show their employers that they were willing to learn, flexible and efficient in 
the hope of being singled out as worthy of more responsibility. In some cases (Edmund, 
Sofija) this resulted in their being appointed to higher positions. However, others (Andrzej, 
Stanislaw) were not successful. Their accounts suggest that their employers did not welcome 
such visible demonstrations of potential from people in unskilled posts. Potentially, such 
failure to recognise and even resist such employee potential leads to a loss of potential talent 
for employers, as was argued by Felker (2011) in her recent study of educated migrants in the 
UK. 
Another coping technique was to invest in training in order to make oneself more 
employable. Whereas the majority of the interviewees attended English classes, four of them 
paid for vocational or educational courses. In addition, both Isabella and Sebastian had come 
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to the UK in order to raise money to fund their studies. Brigita, who was enrolled on a 
vocational conversion course in the hope of practising as a GP, also took on unpaid voluntary 
work to enhance her CV. Such efforts support the argument of the Neoclassical Economics 
theorists that migrants are willing to incur certain costs in order to invest in themselves with 
the intention of subsequently obtaining more profitable employment (Arango, 2000). To what 
extent their accumulation of human capital brought about by their attendance on such courses 
effectively allows them to subsequently escape from situations of skill- and status- 
underemployment is, however, beyond the scope of this study. 
Clark & Drinkwater (2010) cite the high proportion of migrants who, dissatisfied with the 
work opportunities open to them, set themselves up as self employed. Although Celine 
worked freelance for a while and Edmund and Marjanna briefly toyed with the idea of 
becoming self-employed, only Pawel took this step.  That he did so successfully implies that 
this is one avenue which migrants could explore. To what extent this benefits the drive 
towards a more mobile EU workforce, equipped to learn new skills and adapt to new 
environments in order to meet the EU’s growth and jobs strategy (Vandenbrande et al, 2006) 
is open to question, however. As Clark & Drinkwater (2010) argued, however, if 
governments and other official bodies set up schemes which encourage migrant workers to 
set themselves up as self-employed, many do so. However, self employed migrants do not 
always utilise their qualifications and experience in their chosen business venture - Pawel 
was qualified to teach but was not allowed to teach in the UK. However, he was unqualified 
as a decorator, yet was able to set himself up in business as such. The clear implication is that 
governments and other official bodies may like to consider the possibility of utilising 
migrants’ existing skills and qualifications by setting up schemes which encourage them to 
set themselves up as self employed within their existing area of expertise. 
5.6. NONWORK ADJUSTMENT 
The fourth research question asked how nonwork and family factors affected the 
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interviewees’ adjustment to living and working in the UK. In contrast to the attention given 
to work adjustment in the expatriation literature, far less attention has been given to nonwork 
or general lifestyle adjustment practices in the host country (Grinstein & Wathieu, 2008; 
Andreason, 2008).  However, Black, Mendenhall & Oddou (1991) stressed the need to take 
into consideration expatriates’ experiences in adjusting to non-work activities affecting daily 
life in the new setting in areas such as living and housing conditions, food, health care, and 
the cost of living. 
The interviewees’ ability to adjust to their nonwork situation was affected not only by their 
lack of contact with educated native speakers (Spencer et al., 2007) but also by the lack of 
empathy with less educated locals (Trevena, 2009). Irregular or antisocial working hours, 
often in gruelling rotating shifts, also had a negative impact on their nonwork adjustment. 
Living among themselves or sharing with other migrants with whom they do not really get 
along, may marginalise the migrants and serve to restrict their personal development. Jiri and 
Valeska, for example, both in their fifties, lived ever more reclusive lives as they shunned 
other migrants. They had also both left their spouses in the home country, which had an 
impact on their general adjustment. This study does not have the scope to allow us to study 
older couples who decide that one of them should seek work overseas. However, this would 
appear to be a viable topic for future study. 
Another factor a migrant has to take into consideration is whether his or her significant 
others, here or back home, are being negatively affected by his or her sojourn here. Brigita 
and Gabriela, for example, both saw huge benefits for their children in being here and this 
had a strong influence on their decision not to leave. In some cases, this led to friends and 
family joining the migrants here in the UK. Gabriela and Veronika were joined by their 
parents and siblings. Stanislaw invited Sebastian, a lifelong friend, to stay with him in 
Loughborough. 
In common with studies of Poles in the UK (Trevena, 2006; Currie, 2006; Drinkwater, Eade 
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& Garapich, 2006) the Polish interviewees distanced themselves from their less educated 
countrymen and felt little affinity to the earlier wave of Polish post war migrants. This dislike 
of one’s compatriots seemed less marked among the other nationalities. Brigita was active 
within the Lithuanian community in Birmingham, for example. As pointed out by Cook, 
Dwyer & White (2011) in the Literature Review, more research is needed into the 
interactions between different national groups of A8 migrants. 
Transitioners are also faced with the need for relationship building. This straddles the work 
and nonwork fields. Several interviewees (Juliana and Ricardo, Stanislaw, Andrzej, 
Sebastian, Kamal, Veronika) pointed out the tense nature of their relationship with their 
superiors. In an attempt to alleviate such relationships, most interviewees made clear attempts 
to improve their English language skills. Those who were among the most successful in 
transitioning on to new and more suitable jobs (Sofija, Veronika, Pawel) felt that their high 
level of English was a main factor in this success.  
5.7. KEY FINDINGS 
The examination of the motives of the interviewees in deciding to come to the UK to seek 
work reveal a complexity of factors in each individual's set of transitions. As discussed in the 
Literature Review, Louis (1980)'s distinction between the objective external differences 
(changes) and subjective internal reactions (contrasts) in transitions helped to highlight the 
importance of subjective factors in the analysis of how migrants reacted to the challenges 
experienced during their transition. Such factors help to explain why individuals’ perceptions 
of concrete changes may vary, causing them to  react in different ways to similar experiences. 
The individuality of the experiences which migrants face helps to explain the difficulty of 
classifying migrants into categories. 
One more reason why the study finds it impracticable to categorise migrants into typologies  
lies in the longitudinal nature of their experiences. The cross–sectional nature of studies such 
as this one render attempts to classify migrants based on pre-existing categories difficult to 
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apply. The fact that they continue to experience transitional pressures throughout their stay 
here makes it hard to justify attempts to place them into typologies based on intentions at the 
point of departure, or based on the situation in which they find themselves at the point of 
interview. Rather, their complex and evolving transitions demand a longitudinal examination 
since their strategic choices may shift as new experiences affect them and new opportunities 
present themselves, or fail to present themselves.  
In common with previous studies of A8 migrants in the UK (Cook, Dwyer & Waite, 2011; 
Bell, Jarman & Lefebvre, 2004; Green, Owen and Jones, 2008; Schneider & Holman, 2009; 
McKay & Winkelmann-Gleed, 2005; Trevena, 2009), the analysis of the interviewees’ 
motives revealed that financial factors were seen to be important but not exclusive. Several 
non-financial issues, particularly the desire to 'grow' and to learn and experience new things, 
were frequent factors mentioned for coming to the UK. The push /pull model (Lee, 1966) was 
a useful framework for the analysis of  the various factors influencing migrants' in their 
decision as to whether or not to come to the UK. However, a distinction between the two sets 
of factors was seen to be less effective in real life situations, in which both push and pull 
factors tended to interact together.  
A crucial factor in many of the migrants’ accounts was the possibility of coming to the UK 
‘on spec’ with the option of going back should the reality of life here not appeal. This was a 
direct consequence of the freedom of movement the migrants were granted in 2004. The 
ability to ‘give it a go’ without irrevocably leaving one’s homeland behind is in stark contrast 
to many migration studies, especially those of forced migration. This freedom of movement 
further blurs the line between ‘self-initiated expatriates’ and ‘migrants’, since it grants the 
second group discernment in their decision. 
The overeducation and underemployment literature provided a basis for the examination of 
the mismatch between the interviewees’ qualifications and experience and the menial nature 
of the jobs they took on. In common with previous studies (e.g. Lianos, 2007; Patrinos, 1997; 
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Nielsen, 2007: Liversage, 2009; Bauder, 2003; Kler, 2006; Green, Kler and Leeves, 2007; 
Waddington, 2007; Battu & Sloane, 2002; OECD, 2006) of overeducation among migrants, 
several factors played a part in this deskilling. Firstly, the lack of English ability played a 
central role in ruling out jobs commensurate with the migrants’ backgrounds. The 
interviewees were hindered in their attempts to improve their level of English. The antisocial 
hours that they worked prevented them from attending classes and the lack of contact with 
native speakers prevented them from putting any new linguistic knowledge into practice. 
A second barrier was a reluctance by agencies to recognise their qualifications and an 
emphasis on ‘people shortages’ rather than ‘skills shortages’ (Pemberton, 2008). Given the 
drive by the European Commission for Employment, Social Affairs and Equal Opportunities 
for a skilled mobile workforce (Vandenbrande et al., 2006), there would appear to be a need 
for high-level discussions around the harmonisation and accreditation of academic 
qualifications throughout the EU nation states. 
The third barrier was a lack of funds with which to support lengthy job searches. The study’s 
findings suggest that migrants may underestimate the difficulty of finding work 
commensurate with their level. This is aggravated by a relative lack of research into the 
labour market prior to departure from the home country (Felker, 2011). 
An examination of the ways in which migrants coped with the skill- and status- 
underemployment in which they found themselves highlighted an area which has not 
received much attention in the literature. The effect of the migrants’ downward transitions on 
their self esteem and sense of identity has only recently been the focus of studies (e.g. 
Trevena, 2010; Zikic et al, 2010). Despite the cross-sectional nature of the present study, 
some insight was gained into how the interviewees coped with such downward transitions.  
One such method adopted was to strive to project an image as an exceptional employee. This 
involved spending their own money on training to enhance their desirability to current 
employers but also on courses which would help them to grow and settle, such as 
 169 
postgraduate degrees and English Language classes. Such attempts to obtain work more 
commensurate with their qualifications and experience whilst trapped in menial jobs helped 
them to narrow the gap between their self perceptions and looking glass selves (Trevena, 
2006). 
Even in such a small sample, there was evidence of planned and actual attempts to set 
themselves up as self employed in order to avoid job dissatisfaction (Clark & Drinkwater , 
2010) although this route may not enable them to utilise their qualifications and experience 
fully. However, when given the opportunity to work on a freelance basis in areas which did 
utilise their skills, such as interpreting, the boost this gave to their self image was offset by 
their desire for permanent work, even when this was of a menial nature.  
Within the expatriate adjustment literature, the ways in which expatriates adjust to nonwork 
has generally received less attention than the ways in which they adjust to work (Grinstein & 
Wathieu, 2008; Andreason, 2008). The study highlighted some aspects of the interviewees’ 
nonwork adjustment, showing them to be marginalised. They avoided contact with UK 
nationals, whom they felt to be on a lower social level than themselves, with non-educated 
A8 migrants, whom they found embarrassing and disgusting, and often had quasi-racist 
attitudes towards ethnic minorities, of whose existence they had been unaware prior to arrival 
in the UK and whom they often struggled to accept. 
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6. CONCLUSION 
6.1. CONTRIBUTION 
The multi-faceted nature of human migration makes it necessary to address several literatures 
in order to address the complexity of the phenomenon. To this end, this study has contributed 
to the wider mobility literature; the literature on expatriation, especially self-initiated 
expatriation; the careers literature, especially the literature on international careers and that 
dealing with career transitions and ‘new careers’, and the literature on under-employment of 
highly-skilled workers. It has also adopted a European lens into the examination of EU-
specific aspects of the mobility of skilled individuals and the implications of these. 
It has done so from a qualitative and emic approach, which as pointed out in Chapter 3,  
resonates with recent studies into the reasons why people choose to migrate (e.g. Trevena, 
2008; Anderson et al, 2006; Eade, Drinkwater, & Garapich, 2007). By focussing on the 
migrants' own experiences and interpretation of their decision to migrate and their subsequent 
experiences, it has enabled their personal experiences, aspirations, feelings and responses - 
which do not lend themselves easily to measurement - to be considered. By so doing it 
answers the call for more qualitative research into migration within Europe (de Tona, 2006). 
The narratives of the interviewees in the study have highlighted the complex and interwoven 
factors which affect their decision to come to the UK in the hope of finding work. Despite the 
relatively rapid surge of research studies into the experiences of A8 migrants since accession 
in 2004 (e.g. McKay & Winkelmann-Gleed, 2005; Anderson et al, 2006; Currie, 2007; 
Drinkwater, Eade, & Garapich, 2006; Trevena, 2006; Felker, 2011), there is still scope for 
more research into their motivations for coming and experiences whilst here (Felker, 2011). 
This study, in contrast to many of the studies into A8 migrants in the UK (e.g. Trevena, 
2006;2010; Garapich 2008, Currie, 2006), did not restrict itself to a single national group. By 
widening the focus of the research to citizens of several countries, it has addressed the call by 
Cook, Dwyer & White (2011:73) to resist the urge to “homogenise the experiences of 
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different nationalities and ethnic groups who make up the A8 migrant category”. The 
inclusion in the sample of migrants from different countries helps to identify wider, non-
nation specific, factors in their transitions. This is of particular importance given the planned 
further expansion of the EU and the possible opening up of the UK labour market to 
members of other current and future EU nation states. 
The study adds to an understanding of new forms of international working (Mayrhofer, 
Sparrow, & Zimmermann, 2008) by shedding light on the experiences of a growing group of 
internationally mobile EU citizens. These individuals do not undertake the “one-off” 
movements typically studied in the migration literature since they are able, as a result of the 
freedom of movement which they enjoy as EU citizens, to undertake more fluid mobility 
between EU nation states (Piracha & Vickerman, 2002; Pennix et al, 2008). The focus on the 
European context addresses the need for a better understanding of contemporary career 
mobility within the EU (Khapova, Vinkenburg & Arnold, 2009; Mayrhofer & Schneidhofer , 
2009). Such an understanding is vital if the community’s ideals of  a more mobile workforce, 
equipped to learn new skills and adapt to new environments and so able to increase the 
community’s competitive ability in the face of growing globalisation (Vandenbrande et al, 
2006; The European Foundation for the Improvement of Living and Working Conditions 
(2006) are to be realised. Failure to harness effectively the skills and experiences of the EU 
workforce as a result of a lack of understanding of their needs would detract from this aim.  
Interest in international career mobility research has centred on the experiences of corporate 
expatriates  (Zikic et al, 2010; Carr, Inkson, & Thorn, 2005; Lee, 2005; Richardson, 2003; 
Thomas, Lazarova, & Inkson, 2005).  Consequently, less is known about ‘self-initiated 
expatriates’, who form a much larger proportion of those working overseas than those who 
are sent overseas by their Multinational Corporation employers (Bonache, Brewster, & 
Suutari, 2001; Carr, Inkson, & Thorn, 2005; Inkson et al, 1997; Lee, 2005).  By examining 
the motivations and experiences of A8 migrants who independently seek work in the United 
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Kingdom, the present study helps to build on Richardson’s (2003) call for more research into 
individuals who expatriate without organisational support or involvement. By examining a 
group of individuals who straddle the groups of ‘self-initiated expatriates’ and 
‘migrants/migrant workers’, the study broadens the scope of the relatively new existing 
literature on self-initiated expatriates (e.g. Richardson, 2003; 2006; Froese, 2011; Felker, 
2011) and links this literature with that on A8 migrants and migrant workers. This is also a 
recent topic of study since accession to the A8 countries was only granted in 2004. The 
present study therefore sheds light on two growing and recent areas of study by highlighting 
similarities and differences between the two groups of ‘self-initiated expatriates’ and 
‘migrants/migrant workers’. 
Recent studies of careers have focussed on individuals’ ability to take advantage of changes 
in the economic and organisational landscape in order to proactively take charge of their own 
“boundaryless careers” (Arthur and Rousseau, 1996). Such careers have evolved, it is argued, 
in contrast to traditional organizational careers carried out in a single employment setting.  
Not only organisational boundaries, but also geographical, role and professional ones and 
even subjective ones are crossed. Arthur and Rousseau’s (1996) rhetoric of skilled 
individuals exercising agency and mobility in Silicon Valley chimes in nicely with the vision 
proposed by the European Foundation for the Improvement of Living and Working 
Conditions (2006) of a more mobile EU-wide workforce, equipped to learn new skills and 
adapt to new environments in order to meet the community’s growth and jobs strategy.  
And yet the narratives of the migrant workers interviewed in this study do not resonate with 
Arthur and Rousseau’s (1996) picture of personal empowerment and ease of adaptation to a 
new situation. Instead, their stories cause us to question whether the fruits of their boundary 
crossing are not the joy of free agency and having charge over their careers but rather 
insecurity, underemployment and anxiety. This study suggests that after  they have crossed 
boundaries to seek work here, other boundaries present themselves to thwart their ambitions 
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and cause us to question the appropriateness of the boundaryless careers theory in the 
European Community of the 21st Century, which would have appeared to have been an ideal 
environment for such boundaryless careers to thrive in. 
Another contribution is the explicit examination of the skill- and status- underemployment 
brought about by taking on jobs which are not commensurate with skilled migrants’ 
qualifications and experience. The fact that ‘overeducated’ migrants are unable to take up 
jobs for which they are qualified means that the UK does not benefit fully from their talents 
and experience is documented (e.g. Waddington, 2007; Pemberton, 2008). However, less 
attention has been given to the psychological effect of overeducation and skill- and status- 
related underemployment on migrants, despite the frequent reports of migrants working in 
jobs not commensurate with their skills and qualifications (e.g. Lianos, 1997; Currie, 2006, 
Trevena, 2006; Liversage, 2009; Felker, 2011; Schneider & Holman, 2005). Their inability 
to find work commensurate with their skills and experience could have adverse effects on 
their mental health (Dooley, Prause & Ham-Rowbottom, 2000; Friedland & Price, 2003; 
Dean & Wilson, 2009) and may detract from their ability to integrate fully into wider UK 
society (Waddington, 2007; Trevena, 2008).  
An understanding of the effect that skilled migrants’ skill- and status- underemployment has 
on them helps to alert government bodies and professional associations to the threat of such 
potential problems. It highlights the need to pay attention to the potential negative effects of 
overeducation and skill- and status- underemployment in order to prevent possible 
marginalization of migrant workers and potential subsequent social tensions. By 
understanding the difficulties which the interviewees face as a result of the skill- and status- 
underemployment in which they find themselves, such organisations could proactively put 
measures – such as free English language programmes at suitable times and expedited 
recognition schemes for non-UK based qualifications – in place before problems occur. 
Traditionally, studies of  “skilled migrants” utilise a narrow, academic concept of skill - the 
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holding of a degree (GCIM, 2005). This study challenges this restriction, arguing that the 
concept of skill should be extended to cover a much wider view of the possession of 
specialist knowledge, including technical and vocational knowledge. This suggests that the 
negative effects of skill- and status- underemployment are potentially more widespread than 
the literature to date has assumed. It raises the question as to whether recognition schemes for 
non-academic qualifications within the EU can be improved so that migrants with specialised 
but non-academic skills are able to obtain jobs within their field of specialisation. Such lack 
of recognition of qualifications obtained in other EU nation states is not restricted to the UK 
but is widespread throughout the community (Barone, 2009). Until such time as a 
community-wide recognition scheme is operational, the full integration of suitably qualified 
and experienced individuals into the workplace in other nation states within the community 
will be hindered.  
By restricting its focus to individuals who are in jobs which are not commensurate with their 
qualifications and experience, the study helps to add to the relatively small body of 
knowledge on individuals in skill- and status- underemployment undergoing voluntary (i.e. 
unforced) downward transitions. The motives of those who accept work below their level of 
qualifications and experience has received scant attention in the literature (Slay, 2006; 
Newman, 1999; Rooth & Ekberg, 2006; Remennick, 1999; Miller, Haskell, & Thatcher, 
2002).  Individuals undergoing such transitions in their home country, possibly as a 
consequence of demotion or redundancy, face an added layer of complexity as they need to 
come to terms with the differences between their old and new status, since status affects both 
social interaction and self-verification (Stryker & Burke, 2000; Sargent, 2003). Those who do 
so in  a new country are faced with three types of transition – a physical transition between 
countries, a psychological transition between cultures and a status transition between old and 
new professional and social standing. Transition models such as Louis (1980) and Nicholson 
(1984; 1990), whilst addressing domestic downward transitions, fail to account for the 
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complexity of  the transitions facing those undergoing international downward transitions. 
One key failing of such models is their inability to account for the possibility of withdrawal – 
i.e. return to the home country or migration to a third country. Given the freedom of 
movement enjoyed by EU citizens who find themselves in a new country in a situation of 
skill- and status- underemployment, such an exit strategy is very real. This study lays the first 
foundation stones towards the construction of  a model which would combine the insights 
gained from the domestic transition literature (Louis, 1980; Nicholson, 1984; 1990) with the 
specific needs of such EU migrant workers. 
Finally, the study offers, in addition to its theoretical contribution to the field of careers 
transition literature,  a potential tool for those considering migrating within the European 
Union, or for those whose task it is to assist these people to adjust to their new lives, with 
which to track and manage their transitions. It identifies key areas to which they need to pay 
attention both before and during the move to the UK. 
6.2. SUGGESTIONS FOR FURTHER RESEARCH  
The results of this study suggest some new areas for further research. Firstly, given the 
differences between individuals, there would appear to be a need for research to reduce the 
granularity of the lens through which ‘migrants’ are viewed. Liversage (2009) highlights the 
drawbacks of relying on aggregated groups of migrants rather than individuals and argues for 
a more individual approach to examining their experiences. Attempts to establish a ‘migrant 
personality’ (Boneva and Frieze, 2001) also help to shift the focus from the group to the 
individual. Research into how such personality traits affect migrants’ transitions not just 
before departure but also after arrival, may help to present a more focussed picture of 
migrants’ individual lived experiences.  
Secondly, there has been a paucity of studies which have attempted to apply models from the 
domestic relocation literature to the study of overseas transitions, despite the suggestion by 
Nicholson that his 1984 model could  “… with minor conceptual modification .. yield 
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predictions about the outcomes of retirement, redundancy, reemployment, geographical 
migration, and other life-space transitions.” (Nicholson, 1984:188 (emphasis added) ). There 
is scope for further studies which apply such models to the analysis of transitions across 
national and cultural boundaries. Such models would need to take account of the potential 
negative effects of skill- and status- underemployment on migrant workers as well as the 
physical and psychological effects of their move. 
Thirdly, there is a clear need for longitudinal studies in order to more clearly identify the 
motives for migrant workers’ decisions to leave the UK. As Piracha and Vickerman (2002) 
point out, intra-European migration involves return and serial migration. Consequently, there 
is a need to study the subsequent moves of migrant workers who have left the UK. This 
applies whether they return to the UK or decide to move to other countries within the 
community in order to seek or take up work. Such longitudinal research would enable us to 
gain a more general overview of their motives, the barriers they face in finding suitable work, 
and the adjustment techniques they undergo. Over time, this would allow us to compare the 
challenges faced by migrants in different member states with different labour market 
provisions and state support for language courses (Liversage, 2009). 
Fourthly, most previous studies (e.g. Trevena, 2008; Drinkwater, Eade & Garapich, 2006; 
Currie, 2006) have concentrated on Polish migrant workers. There is a clear need for more 
studies which examine the lived experiences of A8 migrants of different nationalities (Cook, 
Dwyer & White, 2011). Such studies may reveal commonalities and differences between 
migrants of different national groups, and shed light on the relationships, both work and 
nonwork,  between them. Of especial interest would be an in-depth analysis of the 
experiences of dual nationality migrants of non-European origin (e.g. Brazilian/Portuguese; 
Brazilian/Italian) who, despite having an EU passport, are normally resident in a non-EU 
country. 
Finally, although small-scale studies such as the present one are valuable in exploring new 
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research areas, they can only hope to serve as an impetus for studies using larger samples. 
Several such large-scale studies into migrant workers in the United Kingdom have been 
conducted in the first decade of the 21st Century. However, these have tended to concentrate 
on aspects of their lives other than those presented by the model in the current study. The use 
of such studies to build on, confirm or refute some of the assertions in the present study 
would be welcomed. 
6.3. LIMITATIONS 
Undoubtedly, the present study has a number of limitations. This section discusses two 
groups of these limitations: those related to the sample and those related to the design. 
6.3.1. LIMITATIONS RELATED TO THE SAMPLE 
In common with many qualitative studies, the sample size was very small, and it would 
therefore be difficult to generalise the findings to the wider migrant population. A further 
limitation, also related to the sample, is that of its composition. This applies in two aspects: 
firstly, the sample was self-selected and therefore the views of the interviewees could have 
differed substantially from others in similar circumstances who were not interviewed. The 
decision to interview in English also possibly dissuaded some potential interviewees from 
agreeing to take part. Secondly, despite my best efforts in attempting to make the sample as 
diverse as possible (it was decided at an early stage not to interview a group of Poles living in 
the same house and working in the same factory),  there is a certain imbalance in the 
backgrounds, linguistic prowess and prior overseas experiences of the interviewees. Each of 
these factors may have had effects on their adjustment to living and working in the UK which 
went unnoticed in their accounts.  
6.3.2. LIMITATIONS RELATED TO THE DESIGN 
It is naive to report on interviews which are conducted in a language other than the mother 
tongue of the interviewees as one would report on those conducted in the mother tongue 
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(Temple & Young, 2004). Potential negative effects of the decision to interview in English 
include the possible exclusion of potential interviewees, the creation of a barrier between the 
interviewer and the interviewees leading to a lack of rapport and, therefore, possibly to a lack 
of openness on the part of the interviewees, and the possibility of linguistic or cultural 
misunderstandings in the interpretation of the interviewees. 
Another significant limitation of the study is its cross-sectional nature. In the absence of a 
longitudinal study, it is impossible to ascertain whether the interviewees  continued in their 
menial jobs, persevered with their quest for work, returned home or sought other UK work. A 
longitudinal study might have shed light on the factors which persuaded them to end their 
stay here. 
Finally, the fact that I, and I alone, conducted, transcribed and analysed the interviews could 
lead to accusation of single-researcher bias. No concerted effort was undertaken, for example, 
to establish inter-coder agreement in the analysis stage. Also, the decision to interview in 
English may have affected my interpretation of some of the interviewees’ comments, 
especially given the language constraints they were under. 
6.4. CONCLUSION 
This section briefly reviews the observations made in this thesis. In the preceding sections, 
we have detailed the answers which emerged from an analysis of the migrants’ narratives. 
 Chapter One introduced the topic of the study and outlined the author’s motivation in 
researching it. It provided a brief overview of the background, introduced the research 
objectives and contained an overview of the thesis.  
Chapter Two examined the expatriation, mobility and migration literatures and contrasted the 
concepts of corporate assignees, self-initiated expatriates and migrant workers. It discussed 
the key challenges such individuals face in adjusting to their new environment and examined 
the factors promoting and hindering their decision to work internationally, particularly within 
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the European Union. The concepts of overeducation and underemployment were examined in 
order to address the mismatch between their educational and vocational backgrounds and the 
nature of the employment which they take up in the UK. Finally, a review of the literature on 
career and work role transitions revealed a lack of studies of downward transitions. 
Chapter Three outlined the methodological approach employed in the study, set out the 
research objectives, the fundamental paradigmatic suppositions behind the study and justified 
the constructivist stance and qualitative methodology adopted. The sampling strategy was 
analysed, the choice of the interview as the data collection technique was explained and 
ethical concerns were addressed. The implications of interviewing across linguistic 
boundaries were examined. The chapter then described the transcription process, the use of 
the CAQDAS software package – HyperResearch - and the analysis of a visual representation 
of the data in the form of mindmaps. A detailed picture of the interviewees’ demographics 
and the mismatch between their previous jobs and those they held at the time of the interview 
was provided. 
Chapter Four reported on the findings examining the interviewees’ motivations for coming, 
the barriers they faced in obtaining jobs more in keeping with their skills and experience, the 
ways by which they came to terms with the nature of the menial jobs in which they were 
employed, and the impacts of nonwork and family matters on their adjustment to life in the 
UK. The reader was referred to appendices containing more detailed  biographical sketches 
of the interviewees and copies of the mindmaps. 
Chapter Five critically reviewed the findings with reference to the literature, highlighting the 
complexity of the factors influencing the interviewees’ decision to come to the UK. It 
critiqued attempts in the literature to categorise migrants based on their initial intentions. Key 
barriers preventing the interviewees from obtaining jobs more in keeping with their 
qualifications and experience were listed and techniques they adopted in order to come to 
terms with the skill- and status- underemployment they encountered were described. Finally, 
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the chapter examined the nonwork adjustment issues they faced.  
Chapter Six concluded the thesis, setting out the contribution of the study,  its limitations and 
its recommendations for future research in the area of migrant worker career transitions. 
I believe that my own experiences have played a role in keeping me enthused for the research 
topic I have chosen and that these experiences have helped me to interact with the data of my 
study.  
Despite its limitations, I believe that this study supplements the many recent studies of 
migrant workers in the UK by focusing on their lived experiences as seen through the lens of 
skill- and status- underemployment. It has shed light on the changes which the interviewees 
faced as a result of their decision to come to the UK to seek or take up work. The reality of 
their situation was very often at odds with their preconceptions. The study has examined the 
way in which they faced up to the multiple demands of their new environment. Since each 
individual’s ability to adjust to such changes varies (Louis, 1980)  and situations change over 
time, this study has just begun to examine the effects of working in jobs that are not 
commensurate with one’s qualifications and experience. It is hoped that it will encourage 
further research to address these issues and by so doing benefit future generations of EU 
migrant workers. 
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7. APPENDICES 
7.1. APPENDIX 1 (PEN PORTRAITS OF INTERVIEWEES). 
The following brief portraits of each of the 19 interviewees is included in order to provide the 
reader with a more in-depth picture of their particular situation, motivations, social 
relationships, hopes and aspirations. 
Andrzej 
Andrzej is single, from Poland, and in his mid-30’s. At the time of the interview, he had been 
in the UK for 21 months and was leaving for good that very night. He had graduated from a 
prestigious faculty of veterinary medicine in Poland and practised there as a vet for some five 
years. His decision to come to the UK was based on urgent financial need after he had been 
unable to repay a debt he had taken out in Poland in order to support his veterinary clinic. 
He arrived without a job and survived in London on only £300 capital, advertising his 
veterinary services to fellow Poles, and looking for work on the Internet, which he accessed 
by visiting Internet cafes. He was able to procure a job in the Midlands which he saw 
advertised on the Internet. The job involved working with animals in a laboratory. Andrzej 
was fired from this job on a technicality but bore  a grudge because he believed he was 
dismissed because he was more knowledgeable about animal care than his supervisors. He 
tried hard to procure jobs in veterinary clinics in the area but to no avail. 
He subsequently took on jobs in a factory and as a security guard, at one stage working up to 
80 hours a week. On arrival, Andrzej had next to no English and although he attended some 
classes as far as his busy schedule would allow, he was frustrated that his English was not 
progressing very well. He attributed this lack of progress to living and socialising solely with 
Polish people. 
Andrzej had originally planned to stay two years but had managed to pay off most of his debt 
and was growing increasingly frustrated at not being able to work with animals. He had been 
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able to obtain a job in Poland as a prophylactic veterinarian on a farm. 
Despite his unhappiness in the UK, Andrzej and his fiancée in Poland were considering 
returning to the UK once they had started a family, so that their children and Andrzej could 
improve their command of the English language. 
Brigita 
Brigita was in her mid-50’s, came from Lithuania, and was married with three children aged 
23, 20 and 15. She had graduated in medicine and had worked in a first aid medical station in 
Lithuania for 25 years. She had been persuaded by a fellow doctor who had left Lithuania for 
the UK that she would be able to practice medicine in the UK. However, the agency she 
applied through in Lithuania placed her in a care home in Stafford as an assistant, a job which 
she had remained in for the 18 months since her arrival. 
Shortly after her arrival, her husband, and her 15-year-old daughter and 20-year-old son 
joined her. At the time of the interview, their daughter was in the process of being considered 
for acceptance into Birmingham Conservatoire and the son was applying for a UK university 
place. Brigita herself was also studying at university on a pre-adaptation program for health 
professionals, on conclusion of which she hoped to find a position in the NHS. At the time of 
the interview, she was attempting to find voluntary work in addition to her study and her job 
in order to bolster her CV. 
Brigita's husband, a computer engineer, was working in a warehouse whilst looking for more 
suitable employment. He was also learning English as he had only a basic knowledge of the 
language. Brigita felt very highly motivated to stay in the UK for the sake of their children's 
education. She was very hopeful of finding more suitable employment and planned to stay in 
the UK for at least another five years. 
Cecylja  
Cecylja was in her early 30s, single, and from Poland. At the time of the interview, she had 
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been living in the UK for about two and a half years. Since completing her university study in 
pedagogy in Poland, she had been doing temporary administrative work in offices there. She 
decided that she would look for work in the UK, primarily in order to earn more money, but 
also because she wanted to improve her English. She was able to find work through an 
agency in Poland, who placed her in a warehouse in the Midlands. She found this job 
demanding due to an injury to her back which she had incurred as a swimming coach in her 
home country. 
Eighteen months before the interview, Cecylja had been offered a permanent job in a works 
canteen, and had left her temporary administrative post in a marketing agency as she longed 
for the security of a permanent job. A further advantage for her was that the hours of work 
were fixed and with a regular income she was able to afford the time and cost to take English 
lessons. At the time of the interview she was growing in confidence in her ability to converse 
in English and was contemplating looking for other work. 
Cecylja was contemplating returning to Poland in the next two or three years, and she was 
confident that the job market and the general political climate there would improve. Although 
she was happy in her canteen work, she felt that she could not remain in this job for too long 
if she were to be eligible for any more suitable jobs in the future. 
Celine 
Celine was in her mid-30’s, in a permanent relationship with a UK national, and from France. 
She had first come to the UK fifteen years previously after finishing her Master's degree in 
Geography and Cartography. She was unemployed at the time and eager for an adventure 
after her studies and accepted a job as an au-pair in Surrey. Eighteen months later she found a 
job in the Midlands as a cartographer until she was made redundant six years later. 
After several years of being unable to find work, except for part-time translation work and 
being unwilling to move away from her partner to seek work, she enrolled on a PGCE course. 
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She passed the course but failed her teaching placements. At the time of the interview, she 
was working as a teaching assistant in a school in the Midlands, where she felt unsatisfied 
with her status. However, she enjoyed the work she was doing and did not feel it placed too 
many demands on her. 
Celine has no close ties to any remaining family in France and feels more British than 
French. She intends to stay in the UK permanently, although she is not sure how long she will 
remain in her current post or whether she will be able to find alternative employment. 
Edmund 
Edmund is in his late 20’s, Polish, and married to Marjanna (see below). After finishing his 
studies in Poland, he qualified professionally in computer networking and worked in the 
computer industry both on an employed and self-employed basis. At the time of the 
interview, he had been living in the UK for two years. His wife joined him after six months. 
His decision to come to the UK was not one to which he had given any great consideration. 
His sister was living here and invited him over, urging him to see how he felt about working 
over here. After several temporary jobs, he was able to procure a post with the police through 
an agency. He then applied internally for a more responsible position following the 
retirement of the previous post holder and took on some of these duties in addition to his own 
before officially taking the job.  
Since being in this post, he has been called upon to put some of his computer skills to use and 
is filling in for an absent colleague as well as doing his job. He lives close to a number of 
relatives and in-laws and tends to shun the company of workmates or English acquaintances. 
He is happy in his work but still trying to find even more suitable employment. He and his 
wife have a vague plan to set up a Polish restaurant or food store. Edmund has the intention 
of remaining in the UK for another few years or until things improve politically and 
economically in Poland. 
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Gabriela 
Gabriela is originally from Brazil but also holds a Portuguese passport as her parents were 
born in Portugal. She is in her early 30’s, in her second marriage, and lives in the Midlands 
with her parents and three children aged 10 years, four years and nine months. Her husband 
was currently experiencing difficulties in obtaining  a visa. 
Gabriela converted to Islam a few years before coming to the UK and experienced religious 
harassment in Brazil. She decided to visit a part of the UK which she knew to be 
predominantly populated by Muslims. She decided to visit Leicester and while there, she was 
offered employment. She decided to stay in order to be able to practice her religion freely and 
because she thought it was better for her children. 
Gabriella had qualified and worked as a vet in Brazil, but after completing an internship in 
the United Nations in Rio de Janeiro, she felt she wanted a career change. Also in Brazil, she 
had attended night class in order to complete a BA in International Relations. Her ambition 
was to enrol on a postgraduate course in International Relations in the local university. 
At the time of the interview, she had been in the UK for eighteen months and was busily 
studying for the IELTS examination in order to be accepted on the postgraduate course. She 
had no fixed plans after this year of study would be completed. However with her parents and 
children settled, she did not anticipate returning to Brazil or Portugal. 
Isabella 
Isabella was in her late 30’s, single and from Portugal. At the time of the interview, she had 
been in the UK for five years. Before coming to the UK, she had been studying, although she 
had spent a lot of time travelling, including an extended period in Belgium, where her father 
lived, during which time she worked in sales. 
Her motive in coming to the UK was to earn enough money to continue her studies by 
distance from Portugal. Before coming to the UK, she had accepted a job she had seen 
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advertised in a Road Chef, but was currently working as a caretaker in a school. 
She was having difficulties in combining work and study and at the time of the interview was 
not really clear as to how long she would remain in the UK or in her present job. However 
her aspiration was to earn enough money to be able to dedicate herself to her studies and 
finish her degree once and for all. 
Jiri 
Jiri was in his late 50’s, married with two children aged 20 and 18. He held Polish 
nationality, but lived in the Czech Republic. His wife did not accompany him to the UK, and 
although she visited him on a couple of occasions, she was not too happy at his decision to 
work and live here. 
Jiri was a pathologist, although he had not completed all of the necessary degrees. In 2005, he 
was made redundant, and found it impossible to find alternative work of a similar nature in 
the Czech Republic. He decided to come to the UK after his daughter had spent two months 
working in the Midlands and had given him a favourable report. 
At the time of the interview, Jiri had been working in the UK for two years and was 
employed in a warehouse, where he was required to sort goods. Especially at first, he found 
the work very demanding physically. He lived in fear of losing his job because of the very 
strict on-the-job efficiency requirements placed upon him and his fear that he would be 
unable to find other work here, partly because of his age. 
He was very happy with the financial package he was on, and had every intention of staying 
in the job as long as he could, with no immediate plans to return to the Czech Republic. 
Juliana 
Juliana was Brazilian but held an Italian passport. Before coming to the UK, she travelled 
with her husband Ricardo (see below), to Germany, where they had been working in an ice 
cream shop, regularly putting in 16-hour days. They found it very demanding, and had heard 
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from Brazilian friends in the UK that work was easier here. They then travelled to the East of 
England where they had been working for one and a half years at the time of the interview. 
Juliana was not very confident in her use of English, but felt that she was making progress 
here. She and husband were working in a pizza packing factory. She felt that they were 
treated like animals in this job, and found it physically very demanding, having to work 
standing up for long periods in temperatures as low as 4°C. 
Juliana had been a journalist and reporter in Brazil. Together with her husband, her reason for 
leaving her home country was financial, since they wanted to pay off a mortgage on a newly 
built flat within three years. At the time of the interview their financial plan was on track, and 
they were certain that they would leave just as soon as the last payment was made. 
Kamal 
Kamal is originally from Iran but was granted political asylum in Holland, where he had to 
spend three years in a refugee camp. A clinical psychologist by training, he retrained 
following his successful asylum and took a job as a network administrator for Médecins Sans 
Frontières in Den Haag. In his early 40’s, and married with a six-year-old daughter, at the 
time of interview he had been in the UK for 4 years. 
Despite his success in finding rewarding employment in Holland, he became frustrated with 
life there. His wife was increasingly keen to live in the UK, where she had several family 
members. Eventually, not completely wholeheartedly, Kamal set off alone to England to seek 
work. 
He eventually found work in a chicken factory as a quality controller, but was horrified by his 
experiences there. Whilst there, he became increasingly involved in union activity and was 
delighted when he passed an interview to become a union organiser for a large trade union 
based near Birmingham. 
He has since been joined by his wife and his daughter, and, although he enjoys his job, he is 
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somewhat concerned at the standard of his daughter's school. He is currently studying, under 
the sponsorship of the union, to pass the IELTS exam in order to enrol on postgraduate study. 
He is resigned to remaining in the UK, where his wife is very happy. 
Marjanna 
Marjanna is married to Edmund, (see above) whom she followed to the UK after he had been 
here for about six months. At this time she was finishing her final degree examinations in 
accountancy in Warsaw. In her late 20’s, she arrived in the UK freshly married and about to 
graduate but unable to find suitable work. 
Having worked during her studies as a waitress, she found work in a coffee shop in 
Northampton, where she had been for over a year at the time of the interview. Although she 
was happy in this work, she was frustrated at her inability to find work related to her studies, 
and was considering resigning from the job in order to try to find more suitable work. 
She had several family members nearby and was quite happy to remain in the UK in the short 
to medium term, although she was becoming increasingly frustrated at the nature of her work. 
Ona 
Ona was in her late 20’s, from Lithuania, married with a four-year old child. In her home 
country she had been working as a fully qualified lab assistant, but, after being made 
redundant, she was having difficulty in finding suitable work. Being unable to work in her 
chosen profession, she took on a job in a hardware store in Lithuania and then decided that 
there was nothing to lose by looking for work in the UK. She obtained a job working in the 
onion fields in Lincolnshire through an agency. 
She was so horrified by the conditions there that she walked out after one day and found 
work in a chicken factory. Despite being able to obtain a job as a quality controller there, she 
found it difficult to work with the predominantly Asian workforce and became heavily 
involved with the union after filing sexual harassment charges. 
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At the time of the interview, some four years after her arrival, she was working for a trade 
union near Birmingham. Her family was with her in the UK. She was a little disappointed in 
her child's education but reasonably happy to remain in the UK in the medium to long term. 
She believed that the job she was doing was in a worthwhile cause. 
Pawel 
Pawel is in his late 20’s, single on arrival, having since met and married his partner in a civil 
partnership in the UK. Before coming to the UK, Pawel was an English teacher in Poland, 
where he graduated with a BA in English. As well as teaching, he had been working part-
time as a recruitment consultant. 
He described his motivation in going to England as mainly ‘a bit of an adventure’. He had 
visited before, was fluent in the language, and had a long two-month vacation from school. 
At the end of this period, he decided he wanted to stay in the UK, and although he was 
promised work teaching, this failed to materialise as he was unable to provide the necessary 
paperwork requested by the agency. 
Apart from some part time and poorly paid translating work, and some time spent working as 
a gardener, he decided to offer his services as a freelance painter and decorator. A short six 
months later, he had started his own painting and decorating business, and now employs six 
people. 
He had already begun plans for a second business, helping people relocate to and from 
Poland. He felt it would be very difficult to live with a same sex partner in Poland. The 
couple were contemplating moving to an Asian country such as Thailand, in order to see 
whether they preferred the lifestyle there. 
Ricardo 
Ricardo is Brazilian, but has an Italian passport. He is in his early 30’s, and came to the UK 
with his wife Juliana (see above). In Brazil he was qualified as a system analyst but had been 
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working as an administrator in an advertising agency there. He and his wife left Brazil for 
Germany to work in an ice cream shop. However, the demands of the work were too heavy, 
and they decided to come to England instead. 
They had a fixed financial plan in order to repay a mortgage, and were planning to leave after 
the last payment was made. 
Sebastian 
Sebastian was in his mid-20’s, single, and had completed a Masters degree in music in 
Poland. He had been working on a freelance basis in his home country authoring music 
scores for theatres, films and advertisements, as well as working in a recording studio as a 
sound engineer. 
His reason for coming to the UK was to raise money for studies in musicology in 
Amsterdam, where his girlfriend was studying. He was also invited over here by his friend 
Stanislaw (see below). At the time of the interview, he had been in the UK for three months. 
He was working in a factory and intended to leave in another six months. 
Sofija  
Sofija was in her late 20’s, single, and had arrived from Latvia some three years previously. 
Having graduated from administrative college, she had been working for the Army in her 
home country. However, following reorganisation she was made redundant, and then spent a 
year looking for other work. In this time, she re-qualified as a technical lab analyst but 
became disillusioned with the short-term nature of the work she was able to find in Latvia. 
She came over to the East of England with her then boyfriend to stay with his aunt and look 
for work. Despite not having very much English when she arrived, Sofija worked extremely 
hard to improve her command of the language, and was offered a promotion to an 
administrative position in the factory where she worked. 
Whilst here, she became engaged to a South African, and they were contemplating moving to 
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South Africa in the near future. 
Stanislaw 
Stanislaw was in his early 30’s, single, with dual Polish and German nationality. He had 
studied Economics at University before transferring to the Social Science department, having 
developed a strong interest in Anthropology. Before coming to the UK, he had travelled to 
other countries in Europe to work, but then returned to help in the family business in Poland. 
Some two years before the interview, he had felt that he had no choice but to seek work in the 
UK when his mother fell ill with cancer and they needed to raise money urgently for an 
operation. 
Stanislaw worked in the same laboratory as Andrzej, (see above), from which he was also 
fired. Since that time he had been doing a number of jobs in factories, and was becoming 
somewhat disillusioned with his co-workers. He had worked very hard at improving his 
English from a fairly low-level to a level at which he felt he would be able to hold down a 
more meaningful job. At the time of the interview, he was applying for such jobs in the 
Midlands and felt confident that he would be able to find one. 
Nevertheless, now that his immediate financial crisis had been averted, he was seriously 
considering returning to Poland, where he had been offered some interesting jobs in cultural 
centres. 
Valeska 
Valeska was in her early 50’s, and arrived in the UK without her husband, who remained in 
Poland. Since graduating several years previously in Pedagogy and Re-socialisation, she had 
had various jobs, mainly in the healthcare industry. However, for the last five years, she had 
had great difficulty in finding work, and felt that this was a social stigma in Poland. 
She accepted a job from an agency in Poland, working in a care home in the Midlands, but 
was dismissed from this job following an accusation of mistreating a patient. She then took 
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on a series of factory jobs, but found it increasingly difficult to settle in any of these. She 
became very disillusioned with the whole notion of work. 
Her great interest was learning English, and she was frustrated that she was unable to attend 
classes very often because of the arbitrary nature of her temporary work schedule. She was 
hoping to save a little more money before returning to Poland in another six months or so. 
Veronika 
Veronika was in her 20’s, single, and had arrived from Latvia five and half years previously. 
Before that she had been working in the UK as a student, picking strawberries on a farm. 
After a few months she returned to Latvia to finish her studies. After graduating, she was 
unable to find suitable employment in Latvia, and decided to return to the UK. Once again, 
she was working on a farm picking strawberries. 
After some time she got a job in a packhouse, then a print room. During this time, she 
attended college, and gradually gained confidence in her command of English and subject 
knowledge within her specialised area of Economics and Law. When she saw a job 
advertised with the local council, to carry out a survey of migrant workers in the area and 
make recommendations, she decided to apply. Having been accepted, she was able to 
successfully apply for a second two-year project with the council, implementing the 
recommendations from her survey. 
At the time of the interview, this second two-year period was coming to an end, and Veronika 
was unsure of the future. Having brought her family (parents and brother) over and having 
bought a house in the East of England, she was committed to staying in the UK, but unsure as 
to what kind of work she would be able to procure. 
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7.2. APPENDIX 2 (INTERVIEW GUIDE) 
Tell me about yourself 
Male or female? 
Age? 
Country of origin? 
Marital Status? 
How is your English? Speaking, listening, reading, writing? 
What other languages do you speak?  
What is your educational background (age when left school, further/higher education, degrees 
obtained, where obtained etc.) 
What professional qualifications do you have? 
Is/are your professional qualification or degree recognised in England? 
What job(s) did you do before coming to England? 
Tell me about your family 
Are you married/living with a partner? 
Do you have children? 
Are any family members with you here in the UK?  
What are they doing here? (working, at school..???) 
Do they plan to come later? 
If they are still in your home country, what are they doing there? (working, at school..???) 
How did they feel about your decision to come to the UK to work? 
How do you stay in touch with family members back in your home country? 
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Tell me why you came here. 
What was your main reason for seeking work in the UK ? 
Was this your first time in the UK ? (If not, tell me about the other times). 
Were any of your friends or family members working in the UK when you decided to come? 
How did that influence you?  
Did you arrange a job before you left your home country or once you had arrived here? 
Tell me about your journey to England. 
What were your first impressions of the UK? 
Tell me about your job(s). 
Have you registered with the Workers Registration Scheme? 
Do you have a National Insurance Number?  
Where are you working at the moment?  
How long have you been working there? 
How did you get this job? 
(if this is not your first job in the UK, or if you have other jobs as well, please tell me about 
the other jobs as well) 
What do you do in your job?  
Describe a typical working day. 
How does the job(s) you are doing utilize your educational and vocational qualifications? I 
mean do you need those qualifications to do it ? 
How does the job compare to your ideal job? To your jobs in your home country? 
What do you like best about your job? Least? 
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Have you had any positive/negative experiences you would like to share with me? 
Who would you turn to if you had a problem? Why? 
How do you feel about the pay?  
How do you feel you are treated compared to British workers? 
How do you feel treated by your colleagues? 
How long do you think you will stay in this job? 
Why? 
Tell me about your plans. 
Are you doing any skills training /  studying at the moment? 
Why? Why not? 
Do you have any plans to do vocational training or to study in the UK in the future? 
How long do you plan to stay in the UK? 
Where do you think you will you go after you leave? (back home or to another EU country?) 
Where do you see yourself in 3 years time? 5 years? 10 years? 
Tell me about your life outside of work 
How did you find your accommodation? 
Are you living on your own or with other people? 
Have you had any difficulties with your accommodation? 
Has it been easy to meet new people since coming to England? 
Why? Why not? 
Who do you spend time with? 
Where are they from? How did you meet them? 
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What do you do in your free time? 
What do you miss most about being away from your home country? 
What do like most about the UK? 
How do you think British people see you? 
Have you had any positive/negative experiences you would like to share with me? 
Who would you turn to if you had a problem? Why? 
And finally 
Looking back at your time in the UK, how would you evaluate your experiences here? What 
are the positive and negative themes and why? 
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7.3. APPENDIX 3 (INVITATION) 
Dear  
I am currently studying for a PhD Degree in Loughborough University Business School. My 
research topic requires me to undertake qualitative research through research interviews.  
I am writing to you to ask if you would be kind enough to take part in the field research to 
inform my research. It is expected that the interview will last around one hour.  
 
Your anonymity will be maintained at all times and will not be divulged to anyone or within 
the report findings. I am bound to comply with Loughborough University's policy statement 
on Human Research Ethics and this research project has been cleared through the university’s 
Ethical Advisory Committee. 
I really would appreciate and value your help in assisting me in my research. If you are 
interested, please complete and return the attached consent form to me.  
Best wishes  
Bradley Saunders 
Loughborough University Business School 
Loughborough 
LE11 3TU 
B.J.Saunders@lboro.ac.uk 
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7.4. APPENDIX 4 (CONSENT FORM) 
Migrant Workers in the UK 
INFORMED CONSENT FORM  
(to be completed after Participant Information Sheet has been read) 
 
The purpose and details of this study have been explained to me.  I understand that this study 
is designed to further scientific knowledge and that all procedures have been approved by the 
Loughborough University Ethical Advisory Committee. 
I have read and understood the information sheet and this consent form. 
I have had an opportunity to ask questions about my participation. 
I understand that I am under no obligation to take part in the study. 
I understand that I have the right to withdraw from this study at any stage for any reason, and 
that I will not be required to explain my reasons for withdrawing. 
I understand that all the information I provide will be treated in strict confidence. 
I agree to participate in this study. 
 
Your name :  
Your signature :  
Signature of investigator :  
Date :  
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7.5. APPENDIX 5 (MINDMAPS) 
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